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ABSTRACT 
The present empirical investigation was aimed to study the problem 
entitled "A Comparative Study of Job Satisfaction among the Employees of 
Aligarh Muslim University, Aligarh (India) and Payame-e-Noor Uniersity (Iran)". 
Since there is an increasing importance as well as cry for improving job 
satisfaction based on the philosophy and approach of work humanization, so there 
was and still is a need of time that determination of job satisfaction level and the 
various determiners and biographical variables as a whole be explored to see their 
impacts on the job satisfaction. 
Keeping in view the purpose of the present research various comparison 
groups were formed on the basis of cut points and medium. 
Biographical variables are independent variables whereas job satisfaction 
is the dependent variables. Each group of employees (teachers and non teachers) 
was divided into high and low (or less and more, ECT).groups in nine categories 
in terms of biographical variables. 
Also level of job satisfaction was measured compared v»'ith average and 
was determined the nature of job satisfaction within five dimensions for both the 
universities. The entire empirical work on the problem has been presented under 
seven different chapters. 
In chapter I the environmental scanning of both India and Iran (all 
relevant constitutes of social, economic, political, legal and cultural environment) 
have been explained. Where in chapter II profile of Aligarh Muslim University 
(AMU) Aligarh (India) and Payam-e-Noor University (PNU) Iran have been 
described. Chapter III comprehensive details of the survey of literature are 
presented which were divided into two parts: (A) job satisfaction - A conceptual 
framework, (B) researches conducted on job satisfaction. Chapter IV has been 
meant for describing methodology, research design where the steps taken in 
carrying out the investigation have been enumerated. 
The chapter discusses the details of the sample comprehensively. It is 
witnessed from the study that the sample of AMU (India) were 514 (teachers = 
160. non-teachers = 354) and sample of PNU (Iran) employees were 268 (teachers 
= 51, non-teachers = 217) that randomly chosen for investigation. Having given 
the emphasis on sample, tools and techniques used, were discussed. Job 
satisfaction scale has been developed by Kromm and Mysocki (2002) and also by 
Stephen Robbins (2003) which is well known and highly standardized used for 
measuring job satisfaction. There were 41 items in the scale; in addition to that the 
researcher has nine items rated for the biographical variables, 
39 null hypotheses were formulated to fmd out the significance of mean 
difference if any between various comparison groups. In Chapter V data were 
analyzed by means oft ' test, chi square test, Pearson correlation. The reliability 
and validity of scales were ascertained which is highly standardized. 
Chapter VI was meant to describe and discuss findings and conclusions. 
Results highlights that the findings of this investigation have been shown that job 
satisfaction among universities employees was found to be related to factors such 
as; designation (administrators and workers), age and different dimensions of job 
satisfaction. The findings have shown that the job satisfaction is moderately 
available among the employees of both the universities. The average job 
satisfaction in AMU is more than PNU but it is not very high. 
The young people are less satisfied than the old people in PNU and 
combined too. There is no significant difference in overall job satisfaction among 
the employees based on gender, marital status, qualification, designation, job 
status, income level, length of service and type of unit/department. 
There is significant difference in job satisfaction of employees on the 
components of job satisfaction such as work, supervision, workers, promotion and 
pay. The results have shown the employees in both universities and found satisfied 
their work, supervisor and coworkers but they expressed dissatisfaction with their 
promotion and pay policies. 
Keeping the findings on mind, researcher has suggested in chapter vii as 
titled managerial implications of the study that was mentioned in two parts: A) for 
the purpose of improving and increasing employees satisfaction on work, 
supervisor and co-workers dimensions, the universities have to let the employees 
take more decisions, allow employees to have input on decision, set challenging 
goals with employees, opportunities to use their skills and abilities. Supervisors 
have to be understanding and friendly, praises for good performance, gives 
feedback to employees which inspire to achieve meaningful goals and ensure that 
the work group also serve as a social support system for employees. 
B) And also organization has to develop employee's satisfaction on 
promotion and pay dimensions. For this purpose they have to promote from within 
when possible; and has to make business process reengineering (BPR) in 
promotional process, make the reward system closely tried to individual or team 
performance. And also they have to develop HRM, HRD and information system 
related to both. They must provide good conditions and physical comfort to work 
for employees. They must arrange training for employees in the field of OB and 
HRM area and managers need to pay attention to employees' attitudes week after 
week. 
For the future study we need to design questionnaire based on nature of 
academic work and measure some variables remained and use another techniques 
and assess the relative impact of demographic traits on job satisfaction. 
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PREFACE 
Modern managers fully recognize that an organization's performance 
should be measured on human dimensions as well as in terms of return on 
investment, market share, profit after taxes and the like. In view of the above 
specially human dimension a variety of reasons support the desirability of 
attending to worker's satisfaction. 
Over 3000 studies have been conducted on the topic of job satisfaction 
(or employee morale as this term was also employed more frequently by the 
researchers) in the last few decades. 
If we look at the level of job satisfaction of employees in the world we 
find that 42% of workers say that they are completely or very satisfied in USA and 
only a small percentage of employees say that they are dissatisfied. 62% say that 
they are completely or very satisfied in Denmark, 23% in Hungary and 30% in 
Japan. 
Managements in all types of organizations often need information on 
employee job satisfaction in order to make sound decisions both for preventing 
and solving employees' problems and creating congenial work environment in 
order to achieve the organizational goals. 
The studies on job satisfaction seem to provide and produce a number of 
important benefits for the organizations both in general and specific terms, give 
management an indication about the general level of employees' satisfaction in a 
company. The surveys conducted from time to time can serve as a safety valve and 
provide passage for emotional release for the people to get things off their chests 
and later feel better about themselves. In doing so the training needs can also be 
identified, since employees can report how well they feel when their supervisors 
start to delegating work or start giving adequate instructions. The surveys can also 
help managers to plan and monitor new programs and getting feedback on 
proposed changes in advance and then conduct a follow up survey to evaluate the 
actual response of all categories of employees working in the organization. 
Organizations have to make use of existing job satisfaction information 
based on day-to-day needs of employees to monitor and maintain a certain level of 
job satisfaction just as there is a regular need for it to ensure their cooperation and 
support in the fulfillment of general and specific objectives and goals of the 
organization. 
Job satisfaction surveys can help employers to manage their workers 
more effectively and efficiently. Survey results are generally used to accomplish 
five goals such as: to diagnose potential problems in organizations; to discover 
the causes of absenteeism and turnover; to assess the impact of organizational 
changes on employee attitudes, to stimulate better communication between 
management and workers; and to provide accurate information about the degree to 
which employees may be willing to vote for a union if given a chance. 
The importance of satisfaction to the firm is best studied through long 
term research efforts. The manager and his subordinates are interested in satisfying 
their own needs on and off the job, if such satisfaction is a goal they seek, then 
liking their jobs must somehow be tied to its achievement. Research shows that 
lack of job satisfaction is usually tied up with absenteeism and turnover, because 
variables like tardiness, violence, early retirement and union action affect the 
organization's cost, if for no other reasons, management's interest in increasing 
job satisfaction is stimulated parficularly for this reason. Job safisfaction is also 
related to job performance, productivity, life satisfaction, organizational 
citizenship behavior, customer satisfaction and so on. 
Workers' physical and mental well-being appears to be correlated with 
job satisfaction in the sense that most of highly satisfied workers have better 
physical and mental health records. Job satisfaction can also play an important role 
in a company's ability to attract and retain qualified workers. Job satisfaction is 
the condition of establishing a healthy organizational climate and environment in 
an organization. 
The university employees are the indispensable cornerstones of the 
society. The qualifications as well as experiences are the fundamental 
determinants of the development of institutions and organizations of the academic 
service. Rendering effective service in the university most often depends on job 
Ill 
satisfaction of employees specially teachers. As a result job satisfaction is very 
important for the persons and their families, organizations and the society at large. 
Managers' interest in job satisfaction tends to center its effect on 
employees performance. Researchers have recognized this interest so we find a 
large number of studies that have been designed to assess the impact of job 
satisfaction on employees' performance, productivity, absenteeism and turnover, 
etc. 
The main incentive behind this study is that little work has been done on 
the job satisfaction of university employees especially teachers. The researcher as 
a university teacher is also interested in knowing about job satisfaction and related 
problems of university employees. Realizing the significance of the subject, the 
researcher decided to conduct as an indepth study on job satisfaction of AMU and 
PNU employees. 
The present study is comprised of seven chapters: Chapter one focuses 
on environmental scanning of both India and Iran (all the relevant constituents of 
the environment like social, economic, political, legal and cultural etc. have been 
taken into account). 
Chapter two discusses the profile of Aligarh Muslim University, Aligarh 
(India) and Payam-e-Noor University (Iran). 
Chapter three is devoted to review of literature in two parts: (a) 
Conceptual framework on job satisfaction, (b) research conducted on the subject. 
Chapter four focuses on methodology and research design. 
Chapter five is devoted to analysis and interpretation of data. 
Chapter six explains the findings obtained and conclusions drawn. 
Chapter seven presents managerial implications of the present study. 
Zeinolabedin Rahmani 
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Chapter - 1 
ENVIRONMENTAL SCANNING OF BOTH INDIA AND IRAN 
(ALL RELEVANT CONSTITUTES OF SOCIAL, ECONOMIC, 
POLITICAL, LEGAL AND CULTURAL ENVIRONMENT) 
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6. Economy 
B. IRAN: 
Iran at a Glance 
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A. India 
India at a Glance 
Geography: 
Location: Southern Asia, bordering the Arabian Sea and the Bay of Bengal, 
between Myanmar and Pakistan. 
Area: 3,300,000 sq.km. 
Population: Total: 1,079,700,000 (2004 est.) 
Religions: Hindu, Muslim, Christian, Sikh, Buddhist, Jain, Parsi. 
Languages: 18 languages recognized by the Indian, Constitution. These are: 
Assamese, Bengali, Gujarati, Hindi, Kannada, Kashmiri, Konkani, Malayalam, 
Manipuri, Marathi, Nepali, Oriya, Punjabi, Sanskrit, Sindhi, Tamil, Telugu and 
Urdu. Hindi is the official language and the main link language. 
Literacy rate: Total: 65%, Male 75.3%, Female: 53.7% (2004) 
Infant mortality rate: 69 deaths/1000 live births (2003 est.) 
Life expectancy: Male 63 years. Female 64 years (2003 est.). 
Government: 
Capital: New Delhi 
Government type: Federal republic 
Independence: 15 August 1947 (from UK). 
Administrative divisions: 28 states, 6 union territories and 1 National Capital 
Territory (NCT). 
Constitution: 26 January 1950 
Legal system: Based on English common law with limited judicial review of 
legislative acts. 
Chief of state: President Dr. Avul Pakir Jainulabdeen Abdul Kalam 
Head of government: Prime Minister Dr. Manmohan Singh (since 22 May 2004). 
Economy: 
Currency: Rupee 
GDP -691, 876 millions (2004) 
GDP - Purchasing power parity: $ 3347 billion (2004 est.) 
GDP - real growth rate: 7.6% (2005 est.) 6.2% (2004) 
GDP - per capita purchasing power parity: $3100 (2004 est.). 
Inflation rate (consumer prices): 4.5% (2004) 
Population below poverty line: 28.6% (2003 est.) 
Unemployment rate: 9.1% (2003) 
Exports: $ 57.24 billion f.o.b. (2003 est.) - Textile goods, gems and jewelry, 
engineering goods, chemicals, leather manufactures. 
Imports: $ 74.15 billion f.o.b. (2003 est.) - crude oil, machinery, gems, fertilizer, 
chemicals. 
External debt: $ 95.3 billion (2003 est.). 
Transportation and communication 
Railway: 108,706 km. 
Roads: 3,300.000 km. (National Highways: 52.010 km.) 
Telephones: 39,130,000 (2003 est.) 
Mobile cellular: 4,630,000 (2003 est.) 
Internet users: 7 per 1000 in 2003 (EFA 2006) 
Internet country code: in (year book 2005- P.494) 
1. Geography 
1.1 Location and area: 
India is one of the oldest civilizations in the world with a kaleidoscopic variety 
and rich cultural heritage. It has achieved multifaceted socio-economic progress 
during the last 57 years of its Independence. India has become self sufficient in 
agricultural production and is now the tenth largest industrialized country in the world 
and the sixth nation to liave gone into outer space. Bounded by the Great Himalayas 
in the north, it stretches southwards and at the Tropic of Cancer, tapers off into the 
hidian Ocean between the Bay of Bengal on the east and the Arabian Sea on the west. 
Lying entirely in the northern hemisphere, the mainland extends between latitudes 
8''4' and ST^e' north, longitudes 68°7' east. The area is 3, 300, 000 sq. km. 
Countries having a common border with India are Afghanistan and Pakistan to 
the north-west, China, Bhutan and Nepal to the north, Myanmar to the east and 
Bangladesh to the east of West Bengal. Sri Lanka is separated from India by a narrow 
channel of sea formed by the Palk Strait and the Gulf of Myanmar. 
The geological regions broadly follow the physical features and may be 
grouped into three regions; the Himalayas and their associated group of mountains, 
the Indo-Ganga Plain and the Peninsular Shield (India 2005, P. 2). 
2.1 Climate : 
The climate of India may be broadly described as tropical monsoon type. 
There are four seasons: (i) winter (January-February), (ii) hot weather summer 
(March-May), (iii) rainy south-western monsoon (June-September) and (iv) post-
monsoon, also known as north-east monsoon in the southern Peninsula (October-
December) (India, 2005, p. 4). 
2. Recent History 
On 6 April, 1930 Mahatma Gandhi started the civil disobedience 
movement with his famous Dandi march to make salt on the seashore in defiance 
of the British salt laws. As the movement spread all across the country, the 
government adopted a stern stand once again. The Round Table conference that 
met in November 1930 was adjourned in January 1931, on 5 March 1931, the 
famous Gandhi Irwin Pact was signed where by Gandhi agreed to halt the Civil 
Disobedience movement and join the Round Table Conference. He was chosen the 
sole congress representative at the 1931 Round Table conference. The Civil 
Disobedience movement was renamed on 1 January 1932 and Gandhi was arrested 
three days later. In 1932, the Third Round Table Conference was held, which was 
boycotted by the Congress. In 1932, the 'communal award' was established, 
whereby separate electorates were introduced for the depressed classes for the first 
time. This led Gandhi to launch upon a 'fast unto death', which he ended after an 
agreement called the Poena pact was reached, and the award modified. In 1933, 
the government introduced its constitutional reforms for India. 
In 1935, Government of India Act was passed, providing for legislatures 
at provincial and federal levels. In 1936, the first general elections were held in 
British India. In 1937, the Indian National Congress (INC) swept the elections. 
Meanwhile, the rift with the Muslim League continued. In 1938, Subash Chandra 
Bose was elected president of INC at the Haripura session. In 1939, World War II 
broke out in Europe. In India, at the Tripuri congress, Bose defeated Dr. Pattabhi 
Sitrammaiya, who had the support of Gandhi, and became president. Soon after, 
Bose formed the Forward Bloc within the framework of the Congress. 
At the March 1940 Muslim League session in Lahore, Jinnah announced 
that the Muslims of India must have a separate independent nation. The Congress 
at its Wardha session approved Gandhiji's proposal for individual civil 
disobedience. In 1941, Bose reached Germany. 
In 1942, the Cripps Mission promised dominion status for India and a 
body to formulate a constitution after the end of World War II but with no scope 
of a change of government. Both the INC and the Muslim League rejected the 
offer, resulting in the total failure of the Cripps Mission. 
The INC swept the General seats in the 1946 elections to the Indian 
Councils. In March 1946, the Cabinet Mission arrived in India and held a series of 
discussions with the INC and the Muslim League to ascertain India's political 
future. It proposed the partition of the country into three groups of provinces and 
the framing of the constitution by a Constituent Assembly of 296 members elected 
on a communal basis. It also recommended an interim government. Jawaharlal 
Nehru became Prime Minister of the interim government. 
The Muslim league accepted the proposals but reiterated its demand for a 
separate Muslim state of Pakistan. The INC agreed to participate in the 
Constituent Assembly to frame the Constitution. However, sharp differences arose 
soon between the INC and the Muslim League leading to the latter withdrawing its 
acceptance of the Cabinet Mission's proposals. This infuriated the League and it 
declared 16 August 1946 as its Direct Action Day. On 2 September 1946, 
Jawaharlal Nehru and his colleagues were sworn in as members of the Viceroy's 
Executive Council. 
On 20 February 1947, the British government in India made an 
announcement that millions of Indian had been longing to hear for hundreds of 
years. It announced Britain's intentions to leave India by June 1948. It then 
appointed Lord Mountbatten as the viceroy to arrange for the transfer of power. 
Lord Mountbatten's broadcast to the nation on 3 June 1947 laid down the 
procedure that would be followed to give birth to one, possibly two nations. He 
stated that if the areas with a Muslim majority population so wished, they would 
be allowed to form a separate nation. Accordingly, Punjab and Bengal was divided 
between the two proposed nations of India and Pakistan. The subsequent transfer 
of population led to widespread violence and loss of life and property on both 
sides of the new border. 
On 1 July 1947, the India Independence Bill was passed in the British 
parliament. 15 August 1947 was chosen as the date for the transfer of power. On 
the midnight of 14-15 August 1947, a special session of the Constituent Assembly 
was convened in New Delhi, to herald the freedom of India. 
3. Human and social characteristics 
3.1 Population: 
India population as on 1 March 2001 stood at 1.0285 million (532.1 million 
males and 496.4 million females). (India 2005-P. 7.) and 10797 million in 2004 est. 
Density (per sq.km) at mid 2003, 331 (European, P-2075) 
Table No. 1.1 Rural and Urban Population in India 
Year 
2001 
Population (Million) 
Rural 
743 
Urban 
286 
Percentage of Total population 
Rural 
72.2 
Urban 
27.78 
Source: India 2005 - p, 15. 
3.2 Labour and Work force: 
Labour policy in India has evolved in response to specific needs of the 
situation to suit the requirements of planned economic development and social 
justice and has a two-fold objective, viz. maintaining industrial peace and 
promoting the welfare of labour. 
Labour Reforms essentially means taking steps to increase production, 
productivity and employment opportunities in the economy while protecting 
overall interest of labour. Essentially it means skill development, retraining, 
redeployment, updating knowledge base of workers-teachers, promotion of 
leadership qualities, etc. Labour Reforms also includes labour law reforms. 
Changes in the labour laws are also done protecting the interests of workers (India, 
2005, p. 506). 
Table No. 1.2 Employment and Unemployment in India 
(In million) 
Labour force 
Work force 
Unemployment rate (%) 
Non active 
No. of unemployed 
Population 
All India 
363.33 
336.75 
7.32 
277,31 
26.58 
1003.97 
Rural 
270.39 
250.89 
7.21 
187,24 
19.50 
727.50 
Urban 
92.95 
85.84 
7.65 
90.57 
7.11 
276.47 
(Economic Survey 2004-2005 P. 209; Government of India Ministry of 
Finance-Economic Division). 
Table No. 1.3 Sectoral Employment in India 
Sector 
Agriculture 
Industry 
Services 
All sectors 
Employment(in million) 
190.72 
59.15 
86.65 
336.75 
Source: Economic Survey, 2004-2005. 
Table No. 1.4 Employment in the Public sector by Industry in 
India (2003) 
(Lakh persons) 
Central Government 
State Government 
Quasi Government 
Local bodies 
Total 
3L330,000 
73,670,000 
59,010,000 
21,790,000 
185,800,000 
Source: Economic Survey, 2004-05, India 
Table No. L5 Employment in the Public and Private Sectors in India (2003) 
By industry 
Agriculture hunting etc. 
Mining and quarrying 
Manufacturing 
Electricity, gas and water construction 
Wholesale and retail grade 
Transport, storage communications 
Finance 
Community social personal services 
Public sectors 
5.06 
8.47 
12.60 
9.48 
1.82 
29.39 
13.33 
96.09 
185.80 
Private sectors 
9.95 
0.66 
47.44 
0.44 
3.60 
0.79 
4.26 
17.56 
84.21 
Source: Economic Survey, 2004-05, India 
Table No. 1.6 Estimation of Female Employment in India (2003) 
Public sector 
Male 
156.75 
Female 
29.05 
Total 
185.80 
Private sector 
Male 
63.57 
Female 
20.64 
Total 
84.21 
Total 
Male 
220.32 
Female 
49.68 
Total 
270.00 
Source: Economic Survey, 2004-05, India. 
2001 Census (provisional): Main workers 313,173,394 (males 240,520,672, 
females 72,652,722); Marginal workers 89,338,796 (males 34,943,064, females 
54,395,732); Total 402,512,190 (males 275,463,736, females 127,048,454). 
Unemployment (work applicants at 31 December, 41,996 (males 31,111; females 
10,885) in 2001 (Source ILO). 
Unemployees by level of educational appointment % of rural unemployment : 
primary 29%, secondary 4.9%, tertiary 30.78% (W.B., p. 51) 
3.3 Education and Science: 
3.3.1 Education: 
The Central Government continues to play a leading role in the evolution 
formulation and monitoring of educational policies and programmes, the most notable 
of which are the National Policy on Education (NPE), 1986 and the Programme of 
Action (POA), 1986 as updated in 1992. The modified policy envisages a National 
System of Education to bring about uniformity in education, making adult education 
programmes a mass movement, providing universal access, retention and quality in 
elementary education, special emphasis on education of girls, establishment of pace-
setting schools, like Navodaya Vidyalayas in each district, vocatioalisation of 
secondaiy education, synthesis of knowledge and inter-disciplinary research in higher 
education, starting more Open Universities in the States, strengthening of All India 
Council for Technical Education, encouraging sports, physical education. Yoga and 
adoption of an effective evaluation method, etc. Besides, a decentralized management 
structure had also been suggested to ensure popular participation in education. The 
POA lays down a detailed strategy for the implementation of the various policy 
parameters by the implementing agencies (India 2005, p. 197). Also education index 
in 2003 was 0.61 and 48% to total expenditure in 204-5 was 9.4. 
In line with the commitment of augmenting resources for education, the 
allocation for education has, over the years, increased significantly. The expenditure 
on Education as a percentage of GDP also rose from 0.64 per cent in 1951-52 to 3.98 
per cent in 2002-2003 (BE) (India, 2005, p. 199) 
Table No. 1.7 Resources for Education in India 
Pupii/teaclier ratio (Primary) 41 
Public Expedditiire on education 
as % of GDP 
as % of total government expenditure 
4.1 
12.7 
Distribution of public expenditure per level (%) 
Pre-primary 
Primary 
Secondary 
Tertiary 
1 
38 
4! 
20 
Source: UNISCO, 2005. 
Table No. 1.8 Plan Expenditure on Different Sectors of Education in India 
Sector 
Elementary Education 
Secondary Education 
Adult Education 
Higher Education 
Others 
Technical Education 
Total 
Tenth Plan Outlay (2002-2007) (Central Sector) 
65.6 
(287500) 
9.9 
(43250) 
2.9 
(12500) 
9.5 
(41765) 
1.4 
(6235) 
10.7 
(47000) 
100 
(438250) 
Source: India 2005, p. 200. 
3.3.1.1 Elementary Education: 
The Parliament has passed the Constitution 86"' Amendment Act, 2002 to 
make elementary education a Fundamental Right for children in the age-group of 6-14 
years. It is proposed to bring in a follow-up legislation with detailed mechanism to 
implement this act (India, 2005, p. 202). 
The programme covers the entire country and addresses the needs of 192 
million children in 11 lakh habitations, 8.5 lakh existing primary and upper primary 
schools and 33 lakh existing teachers would be covered under the scheme (India, 
2005, p. 203). 
3.3.2 Universities and Higher Education: 
As of 31.3.2005 the University Grants Commission (U.G.C.) has reported that 
the at least statistical figure on the university development and student enrolment are : 
342 universities (including 18 Central Universities, 211 State Universities, 5 
Institutions established under State Legislature Act, 95 Deemed Universities and 13 
Institutes of national importance. Of these, 38 Institutions provide education in 
agriculture (including forestry, dairy, fisheries and veterinaiy science), 21 in medicine 
(including Ayurveda), 44 in engineering and technology, and four in Information 
Technology, four in Legal Studies. The number of Open Universities is nine and that 
of Women Universities is five. The total enrolment of students in universities and 
colleges is 1048100 while the number of teachers is 471,000. Some 17625 colleges 
(5386 recognized by UGC. Also enrolment in tertiary education v.'as 11.9% in total, 
male 14.1%, female 9.6 GPI 0.68 in 2003. 
3.3.3 University Grants Commission: 
The University Grants Commission (UGC) was established in 1956 to take all 
such steps as it may think fit for the promotion and coordination of university 
education and for the determination and maintenance of standards of teaching, 
examination, and research in universities. The UGC serves as a coordinating body 
between the Union and State Governments and the institutions of higher learning. It 
also acts as an advisory body to the Governments and Institutions on issues relating to 
higher education. To fulfill hs objectives, the Commission can enquire, among other 
things, into the financial needs of the universifies; allocate and disburse grants to 
universities and colleges for the maintenance and development; establish and maintain 
common services and facilities; recommend measures for improvement of university 
education; make rules and regulafions consistent with the Act, and give advice on 
allocation of grants and establishment of new universities. The Commission consists 
of the Chairman, Vice-Chairman and 10 other Members appointed by the Central 
Government. It has its Regional Offices at Hyderabad, Pune, Bhopal, Kolkata, 
Guwahati and Bangalore. The Northern Regional Office which was earlier located at 
Ghaziabad, has now been merged with the UGC Head Office located at New Delhi 
and renamed as Northern Region Colleges Bureau. (India 2005-P-2I5). 
Table No. 1.9 Education - Number of Institutions, Teachers and Students in 
India 
Primary 
Middle 
Secoiidary(liigIi school) 
Higher Secondary (new pattern) 
Intermediate/pre-degree/jiinior college 
Institutions 
664,041 
219,626 
91,435 
42,057 
Teachers (2003) 
3,038,200 
1,467,920 
2,490,600 
428m 10 
Students 
113,883,060 
44,828,235 
20,053,986 
10,453,229 
Source: Planning, Monitoring and Statistics Division, Ministry of Human Resource 
Development. 
3.3,4 Scientific and Technological Developments: 
India has a long and distinguished tradition in science and technology from the 
ancient times to great achievements during this century; the latter half prior to 
independence has been related largely to pure research. At the time of Independence, 
India's scientific and technological infrastructure was neither strong nor organized as 
compared to the developed world. In the past four decades, infrastructure and 
capability largely commensurate with meeting national needs has been created 
minimizing India's dependence on other countries. There is now a reservoir of 
expertise well acquainted with the most modern advances in basic and applied areas 
that is equipped to make choices between available technologies, to absorb readily 
new technologies and provide a framework for future national development. (India, 
2005, p. 605) 
3.3.5 Science and Technology Infrastructure: 
Scientific and technological activities in India are carried out under a wide set 
up consisting of Central Government, State Governments, higher educational sector, 
public and private sector industry and non-profit institutions/associations. These 
institutional structures, with their research laboratories, are the main contributors to 
research and development being carried out in the country. Notable among these are, 
the Council of Scientific and Industrial Research (CSIR), Indian Council of 
Agricultural Research (ICAR), Indian Council of Medical Research (ICMR). In 
addition, there are many departmental laboratories of various departments/ministries, 
viz., Department of Atomic Energy, Department of Electronics, Department of Space, 
Department of Ocean Development, Defense Research and Development 
Organization, Ministry of Environment and Forests, Ministry of Non-Conventional 
Energy Sources and the Ministry of Science and Technology. Further, there are over 
1,200 in house research and development units in industrial undertakings suj)porting 
research in their respective industries. Many Indian Universities and Deemed 
Universities such as IITs also undertake substantial research and development work. 
(India-2005-P-605) 
3.3.6 Science and Technology Policy: 
In order to build a blue print for future programmes of Science and 
Technology and to give a direction to the initiatives to be undertaken, the Government 
announced the Science and Technology Policy 2003. The policy outlines, the 
approach to Science and Technology governance, optimal utilization of existing 
physical and knowledge resources, development of innovative technologies, systems 
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and technologies for mitigation and management of natural hazards, generation and 
management of intellectual property and creation of awareness amongst general 
masses about the use and benefits of science and technology (India, 2005, p. 606). 
Table No. 1.10 Expenditure and Research Situation in India 
Expenditure on R & D as a % of GDP 
Number of researcher per 1 million peoples 
Annual cost average per researcher 
Number of researcher 
Number of publishing book 
0.8 
150 
500,000 Rs. 
140,000 
2700 
Human Development Index of India in the world is 127 rank (National 
Human Report 2002) 
3.4 Welfare and Health: 
3.4.1 Welfare: 
India is a welfare state, committed to the welfare and development of its 
people in general and of vulnerable sections in particular. The Preamble, Directive 
Principles of State Policy, Fundamental Rights and specific sections, namely. 
Articles 38, 39 and 46 in the Constitution of India, stand testimony to the 
commitment of the State to its people. 
The Central Government is responsible for formulating the related 
policies and programmes besides coordinating and promoting implementation of 
services by States (India, 2005, p. 722). 
3.4.1.1 Welfare of Scheduled Castes: 
The Scheduled Castes (SCs) are specified in accordance with Article 341 
of the Constitution. According to 2001 census, the population of scheduled castes 
was 156,635,700 and schedule tribe 84,326,240. The Constitution has prescribed 
certain protective measures and safeguards for these classes, successive Five-Year 
Plans have regarded their progress as major objective of national policy. (India 
2005, P. 723) 
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3.4.1.2 Communications Media: 
Table No. 1.11 Communications Media in India (2003) 
Television receivers (000 in use) 
Telephones (000 main lines in use) 
Mobile cellular telephones (000 in use) 
Internet users (000) 
83,000 
44,130 
44,490 
7,000 
Source: European, p. 2081. 
3.4.2 Health: 
Table No. 1.12 Key indicators in Health in India 
Total fertility rate (children per woman, 2002). 
Under 5 mortality rate (per 1,000 live births, 2003) 
HIV/AIDS (% of persons aged 15-49, 2003) 
Physicians (per 1,000 head, 2003) 
Hospital beds (per 1,000 head, 2001) 
Health expenditure (2001): US $ per head (PPP) 
Health expenditure (2005): As % to total expenditure 
Health expenditure (2001): public (% of total) 
Access to water (% of persons, 2000) 
Access to sanitation (% of persons, 2000) 
Human Development Index (2003): ranking 
Human Development Index (2003); value 
Life expectancy at birth (2005 years) (Male 63.9), (Female 
64.5) 
3.1 
64.5 
0.9 
0.52 
0.92 
80.0 
4.4 
17.9 
88 
31 
127 
602 
63 
Source: World Bank World Development indicators and European, p. 2076. 
3.5 Poverty 
Poverty less than S2 a day was 80% of population in 2004. 
Table No. 1.13 The number of poor people in India (2000) 
Total 
260 m 
Source: Mac 
Poor people in 
urban area 
193 m 
ison, 2003. 
Poor people in 
of rural area 
67 m 
Total rate 
26.1% 
Rural Rate 
23.6% 
Urban rate 
27.1% 
Table No. 1.14 Assessing vulnerability in India (2001) 
Children 10-14 in the labour 
force % of the group 
12 
Pension 
contributors 
10.6 
Private Health 
expenditure % of total 
82.2 
Source: the World Bank, p. 69. 
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Table No. 1.15 Distribution of income of consumption in India (2000) 
Cini 
Index 
32.5 
Percentage share of income or consumption 
Lowest 
10% 
3.9 
Lowest 
20% 
8.9 
Second 
20% 
12.3 
Third 
20% 
16.0 
Fourth 
20% 
21.2 
Highest 
20% 
41.6 
Highest 
10% 
27.4 
Source: World Bank, p. 61, 
Table No. 1.16 Social indicators of poverty in India (1999) 
Prevalence child 
malnutrition weight 
for age 
Poorest 
quantile 
61 
Richest 
quantile 
26 
Under five mortality 
rate 
Poorest 
quantile 
141 
Richest 
quantile 
46 
Child immunization 
rate 
Poorest 
quantile 
28 
Richest 
quantile 
81 
Contraceptive 
prevalence 
Poorest 
cjuantile 
29 
Richest 
quantile 
55 
Births attended by 
skilled health staff 
Poorest 
quantile 
16 
Richest 
quantile 
84 
Source: World Bank, p. 61. 
Children in absolute poverty are 57.2 % 
3.6 Women situation: 
Women situation in India was indicated below: 
Female population was 496.4 million (2001) 
Life expectancy at birth was 64 in 23 
Enrolment in tertiary education in services 9.6% in 2003 
Literacy rate was 53.7% (2004) 
Female labour force (in millions 153) in 2002 
Seats in parliament held by women 9.3% in 2004 (Human Development in south 
Asia, 2004), p. 151). 
Female employment was 49.68 millions (29.05 millions in public sector and 20.64 
millions in private sector) in 2003 
Unemployment was 10.885 million 
3.7 Transport: 
3.7.1 Railways: 
India's railway system is the largest in Asia and the fourth largest in the 
world In March 2002 the total length of Indian railways exceeded 63,140 route-
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3.8 Language: 
The Constitution provides that the official language of the Union shall be 
Hindi. (The English language will continue to be an associate language for many 
official purposes). Also 18 languages recognized by the Indian constitution. These are 
: Assamese, Bengali, Gujarati, Hindi, Kannada, Kashmiri, Konkani, Malayalam, 
Manipuri, Marathi, Nepali, Oriya, Punjabi, Sanbskrit, Sindhi, Tamili, Telugu and 
Urdu. 
3.9 Religions: 
There are Hindu, Muslim, Christian, Sikh, Buddhist, Jain, Parsi. 
3.9.1 Minority Communities: 
Religious commiinily 
Muslims 
Christians 
Sikhs 
Buddhists 
Parsis 
Population 
138188240 
23,080,016 
19,215,730 
7,955,207 
69,601 
Source: Economic Survey, 2004, p. 242. 
4. Constitution and Government 
4.1 The Constitution: 
The Constitution of India, adopted by the Constituent Assembly on 26 
November 1949, was implemented on 26 January 1950. The Preamble declares that 
the People of India solemnly resolve to constitute a Sovereign Democratic Republic 
and to secure to all its citizens justice, liberty, equality and fraternity. There are 397 
articles and nine schedules, which form a comprehensive document. 
4.1.1 Fundamental Rights and Directive Principles: 
The rights of the citizen contained in Part III of the Constitution are declared 
fundamental and enforceable in law. Untouchability is abolished and its practice in 
any form is a punishable offence. The Directive Principles of State Policy provide a 
code intended to ensure promotion of the economic, social and educational welfare of 
the State in future legislation (Euro, p. 2081). 
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km. The network carried 12m, passengers and more than Im metric tons of freight 
traffic per day (Euro, p. 2114). 
Table No, 1.17 Railways Traffic in India (2002-03) 
Passengers 
Passenger-km 
Freight (metric tons) 
Freight (metric ton-km) 
5,000 
497,637 
518.6 
356,785 
Source: Railway Board, Ministry of Railways, Euro, p. 2114. 
3.7.2 Roads: 
In December 2002 there was an estimated 3.3m km of roads in India, 
58,112 km of which were national highways. About 50% of the total road network 
was paved (Euro, p. 2114). 
Table No. 1.18 Civil Aviation in India (2002-03) 
Kilometers flown ('000) 
Passenger-km ('000) 
Freight ton-km ('000) 
Mail ton-km ('000) 
247,970 
28,561,922 
567,272 
42,607 
Source: Directorate General of Civil Aviation, Euro, p. 2080 
Table No. 1.19 Road Traffic 
('000 motor vehicles in use at 31 March) in India (2001) 
Private cars, jeeps and taxis 
Buses and coaches 
Goods vehicles 
Motorcycles and scooters 
Others 
Total 
7,058 
634 
2,948 
38,556 
5,795 
54,991 
Source: Transport Research Division, Ministry of Surface Transport 
3.7.3 Shipping: 
In March 202, India was 15"^  in terms of dut and 9''^  in terms of GWT on 
the list of principal merchant fleets of the world. 
In March 2003, the total fleet had 616 ships, there were some 102 shipping 
companies operating in India (Euro, p. 2114). 
4.1.2 Legislation - Federal system: 
The Constitution provides that bills, other than money bills, can be introduced 
in either House. To become law, they must be passed by both the Houses and receive 
the assent of the President. In financial affairs, the authority of the Lower House is 
final. The various subjects of legislation are enumerated on three lists in the seventh 
schedule of the Constitution; the Union List, containing nearly 100 entries, including 
external affairs, defense, communication and atomic energy; the State List, containing 
65 entries, including local government, police, public health, education; and the 
Concurrent List, with over 40 entries, including criminal law, marriage and divorce, 
labour welfare. The constitution vests residuary authority in the Centre. All matters 
not enumerated in the Concurrent or State Lists will be deemed to be included in the 
Union List, and in the event of conflict between Union and State Law on any subject 
enumerated in the concurrent list the Union Law will prevail. During the time of 
emergency Parliament may even exercise powers otherwise exclusively vested in the 
states. Under Article 356, Tf the President on receipt of a report from the government 
of a state or otherwise is satisfied that a situation has arisen in which the Government 
of the state cannot be carried on in accordance with the provisions of this Constitution 
(Euro, p. 2081). 
4.2 Government: 
4.2.1 Union of States: 
The Union of India comprises 28 states, six Union Territories and one 
National Capital Territory. There are provisions for the formation and admission of 
new states. 
The Constitution confers citizenship on a threefold basis of birth, descent, and 
residence. Provisions are made for refugees who have migrated from Pakistan and for 
persons of Indian origin residing abroad. 
4.2.2 The President: 
The President is the head of the Union, exercising all executive powers on the 
advice of the Council of Ministers responsible to Pariiament. He is elected by an 
electoral college consisting of elected members of both the Houses of Parliament and 
the Legislatures of the States. The President holds office for a term of five years and 
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is eligible for re-election. He may be impeached for violation of the Constitution. The 
Vice-President is the ex officio Chairman of the Rajya Sabha and is elected by a joint 
sitting of both the Houses of Parliament. 
4.2.3 Parliament: 
The Parliament of the Union consists of the President and two Houses; the 
Rajya Sabha (Council of States) and the Lok Sabha (House of the People). The Rajya 
Sabha consists of 245 members, of whom a number are nominated by the President. 
One third of its members retire every two years. Elections are indirect, each state's 
legislative quota being elected by the members of the State's legislative assembly. 
The Lok Sabha has 543 members elected by adult franchise, not more than 13 
represent the Union Territories and National Capital Territory. Two members are 
nominated by the President to represent the Anglo-Indian community. 
4.2.4 Government of the States: 
The governmental machinery of states closely resembles that of the Union. 
Each of these states has a governor as its head appointed by the President for a term of 
five years to exercise executive power on the advice of a council of ministers. The 
States legislatures consist of the Governor and either one house (legislative assembly) 
or two houses (legislative assembly and legislative council). The term of the assembly 
is five years, but the council is not subject to dissolution. 
4.2.5 Ministries/Departments: 
The Government consists of a number of Ministries/Departments, number and 
character varying from time to time on factors such as volume of work importance 
attached to certain items, changes of orientation, political expediency, etc. On 15 
August 1947, the number of Ministries at the Centre was 18. 
List of the Ministries/Department (as on 25.5.2004): 
(i) Agriculture, (ii) Agro and Rural Industries, (iii) Chemicals and Fertilizers, (iv) 
Civil Aviation, (v) Coal and Mines, (vi) Commerce and Industry, (vii) 
Communications and Information Technology, (viii) Culture, (ix) Defence, (x) 
Environment and Forests, (xi) External Affairs, (xii) Finance, (xii) Company Affairs, 
(xiv) Consumer Affairs, Food and Public Distribution, (xv) Food Processing 
Industries, (xvi) Health and Family Welfare, (xvii) Heavy Industries and Public 
20 
Enterprises, (xviii) Home Affairs, (xix) Human Resource Development, (xx) 
Information and Broadcasting, (xii) Labour, (xxii) Law and Justice, (xxiii) Non-
Conventional Energy Sources, (xxiv) Non-Resident Indians Affairs, (xxv) 
Parliamentary Affairs, (xxvi) Personnel, Public Grievances and Pensions, (xxvii) 
Petroleum and Natural Gas, (xxviii) Planning, (xxix) Power, (xxx) Railways, (xxxi) 
Road Transport and Highways, (xxxii) Rural Development, (xxxii) Science and 
Technology , (xxxiv) Small Scale Industries, (xxxv) Statistics and Programme 
Implementation, (xxxvi) Shipping, (xxxvii) Steel, (xxxviii) Textiles, (xxxix) Tourism, 
( xl) Tribal Affairs, (xli) Urban Development, (xlii) Urban Employment and Poverty 
Alleviation, (xliii) Water Resources, (xliv) Social Justice and Empowerment, (xlv) 
Youth Affairs and Sports, (xlvi) Atomic Energy, (xlvii) Ocean Development, (xlviii) 
Space, (xlix) Cabinet Secretariat (xl) President's Secretariat, (xli) Prime Minister's 
Office, (xlii) Planning Commission, (xlii) Department of Development of North-
Eastern Region (India 2005 - P.40) 
5. Culture 
5.1 Tourism: 
The tourist attractions of India include its scenery, palaces and temples, 
and its rich variety of wild life infrastructure has recently been expanded by 
addition of luxury hotels and improved means of transport. In 2003 more than 2.75 
m foreign visitors came to India and revenue generated form than were totaled an 
estimated Rs. 170,494 m (Euro, p. 2115). 
Receipt from tourism (Rs. million) : 170,494 in 2003. 
5.2 Arts: 
5.2.1 Music: 
Two main school of classical music - Hindustani and Carnatic continue 
to survive through oral tradition being passed on by teachers to disciples. This has 
led to the existence of family traditions called gharanas and sampradayas. 
5.2.2 Dance: 
Dance in India has an unbroken tradition of over 2,000 years. Its themes 
are derived from methology, legends and classical literature, two main divisions 
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being classical and folk. Classical dance forms are based on ancient dance 
discipline and have rigid rules of presentation. Important among them are Bharata 
Natyam, Kathakali, Kathak, Manipuri, Kuchipudi and Odissi. Bharata Natyam 
though it derives its roots from Tamil Nadu, has developed into an all Indian form. 
Kathakali is a dance form of Kerala Kathak is a classical dance form revitalized as 
a result of Mughal influence on Indian culture. Manipur has contributed to a 
delicate, lyrical style of dance called Manipuri, while Kuchipudi is a dance form 
owing its origin to Andhra Pradesh. Odissi from Orissa, once practiced as a temple 
dance, is today widely exhibited by artists across the country. Folk and tribal 
dances are of numerous patterns. 
Both classical and folk dances owe their present popularity to institutions 
like Sanget Natak Akadmi and other training institutes and cultural organizations. 
The Akadami gives financial assistance to cultural institutions and awards 
fellowships to scholars, performers and teachers to promote advanced study and 
training in different forms of dance and music, especially those which are rare. 
5.2.3 Theatre: 
Theatre in India is as old as her music and dance. Classical theatre 
survives only in some places; folk theatre can be seen in its regional variants, 
practically in every region. Besides, India has a rich tradition of Puppet theatre, 
prevalent forms being puppets, red puppets, glove puppets and leather puppets 
(shadow theatre). There is several semi-professional and amateur theatre groups 
involved in staging plays in Indian languages and in English (India 2005, p. 101). 
5.2.4 Fairs and Festivals: 
The festival of India was introduced with the objective of giving a 
focused glimpse of the vast heritage as well as contemporary dynamism of Indian 
culture. The festivals also help in promoting cultural links with foreign countries 
through reciprocal festivals of those countries in India. As the festival creates 
greater awareness amongst the people of the receiving country about India, it also 
helps in creating an appropriate climate of goodwill and understanding which is 
the prerequisite for greater cooperation in different spheres, viz. technology, 
commerce and tourism, etc. (India 2005, p. 117). 
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Principal festivals of India include festivals and fairs in the starts, for 
example there are about 2250 fairs that are held every year in Uttar Pradesh. 
Mathura has the largest number of fairs (86), other major revenues of fairs are 
Kanpur, Hamirpur, Jhansi, Agra and Fatehpur. 
The Kumbh mela at Prayag (Allahabad) attracts pilgrims and tourists 
from around the world. At Prayag, the Kumbh fair is held once in twelve years and 
the Ardh kumbh is held every six years. 
Festivals of other religions are also celebrated in Uttar Pradesh and it is 
renouned for its composite culture. As many as 40 festivals are celebrated by 
various communities. Hindu festivals include shivaratri, maker sankranti, Krishna 
janmashtami, karthik purnima, vijaya Dashmi, Holi, Deepali, Ganesha chaturthi, 
Sri Ramanavmi, Ganga Dashahara, Ram Navami, Vaishakhi Purnima, Paksha 
Bandnam, Shetla Astami, Naag Panchami, and Vasant Panchami, Diwali and 
major muslim festivals celebrated in the state are Muharram, idul fitar, idozoha, 
Jashne millad Shab-e-Barat, Barawatad Ali (All's Day), Ramazan, Sama chakeva 
and Christian festivals include chrismas, Good Friday, Easter and New Year's Day 
(India Reference year book, 2005, p. 595). 
5.2.5 Cinema: 
In July 1896, the Lumiere Brothers screened a number of films using 
their new invention, the first viable cinema projector, at Watson's Hotel in 
Mumbai. This is regarded as the first screening of motion pictures in India. India's 
first indigenous feature film was Dada Saheb Phalke's Raja Harishchandra 
released in 1913, over the years, a number of awards have been instituted to give 
due recognition to achievements in the world of films and films making. The film 
fare awards are one of India's oldest national level film awards. 
5.2.6 Culture communication: 
Daily newspapers was 5,638,000 and non daily news papers and other 
periodicals was 46,322 in 2003 (Europa, p. 2081) 
5.3 Organizational Culture: 
Leadership practices and behaviors are influenced by the shared culture 
of people and organizations. Differences in cultural values and atfitudes held b\ 
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people from different nations lead to different work related values and attitudes. 
Culture can be viewed at three levels - in terms of national, business or industry, 
and company culture. National culture consists of the basic values that are 
inculcated from birth in the people of a country. The business and company 
cultures are influenced by national cultural values, and the company culture can 
often be influenced by the industry culture. Cultures are found to be significantly 
different along four dimensions: power distance, uncertainty avoidance, 
masculinity, and individualism. 
In India, people believe that their present situation be it their personality 
or their socioeconomic condition, is a direct consequence of their actions in 
previous births (the concept of karma). In the Indian scenario, as the social system 
that was founded on the basis of caste supports the idea that qualities and 
personality traits possessed by individuals are ascribed to the particular caste or 
the family into which they are born. Therefore, a person's inherent traits, 
determined by his/her caste, would dictate the role he/she would assume. 
In general, Indians have viewed human nature as bad or evil; 
consequently, socialization practices favor coercion and punishment. As a result, 
Indian managers may revert to control and punishment in order to manage. This 
distrust of human nature may prevent them from creating high performance 
expectations for their subordinates, and from showing confidence in their abilities. 
Therefore, the negative Pygmalion effect may be at work here, which means that 
these low expectations would lead to low productivity. 
5.3.1 Time Orientation: 
In India, time has a different connotation than it has in the West. It is 
seen as an infinite entity where unfinished transactions of one life carry into the 
next life. Therefore, planning, scheduling, and time management may be totally 
different concepts in India. As their future orientation is different than in the West. 
Indians may have a different concept of vision and of change. A majority of 
Indians have implicit faith in astrology, and undertake most social and business 
activities keeping in mind planetary positions. There are certain times in the day 
that are considered inauspicious and, therefore, important business dealings may 
not be conducted at those times. 
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5.3.2 Activity Orientation: 
In India, the traditional orientation towards work is that of being a means 
to an end, unlike the Western orientation wherein work can be an end in itself. 
According to the tenets of Hinduism, the ultimate objective of individuals is to 
seek salvation, which can be attained by performing one's duty diligently 
(dharma) and leading a no worldly life. An individual's life can be seen to span 
four stages: the first during which he/she seeks knowledge; the second during 
which he/she is a householder and is allowed to pursue wealth and material 
possession, not for personal needs, but for meeting the needs of the family; the 
third and fourth stages move the person towards renunciation, self-actualization, 
and salvation. 
The Indian work ethic, influenced by the Hindu religion, encourages 
people to work primarily to satisfy family needs and wants. The different work 
orientations may imply different objective, such that the societies that consider 
work as an end in itself seem to value achievement, accomplishment, and 
economic activity, whereas in the societies that consider work as a means to end. 
such as the Indian society, these objectives may not be given as much importance. 
It is up to the leader to understand and emphasize with these goals and motivations 
of the followers, and then align them with the vision and goals (economic and 
others) of the organization. 
This orientation has implications for reward systems in the Indian 
scenario. Research suggests that as long as the employees are able to provide for 
the needs of their families, they display high levels of organizational commitment 
and job satisfaction, even if their job content is not enriching or is repetitive. They 
tend to value extrinsic rewards, such as monetary benefit, promotions, and close 
relationships with their supervisors and colleagues. However, as employees get 
older, their motivations may change and they may seek a need for autonomy and 
job enrichment, having fulfilled their personal obligations. Again, an effective 
leader in the Indian context would be able to pay attention in these varying needs 
of his/her followers. 
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5.3.3 Relational Orientation: 
As already mentioned above, the Indian social system categorizes Indian 
society into four main castes. Traditionally, occupations were hereditary and 
marriages took place within the same caste. Consequently, there developed the 
concept of in-groups (family members and individuals of the same caste) and out-
groups (non-family members and those from other castes). There was a strong 
affinity between people belonging to the same caste, and key management 
positions would often be given to members of the in-group. These feelings are 
evident even today, as certain industries and organizations seem to be 
monopolized by a certain caste. This relational orientation has been seen to have 
consequences for team-based work in an organization. If the tendency of people is 
to extend their cooperation to members of the in-group and have adversarial 
relations with the out-group, this could pose a great challenge for the leader in 
terms of team composition and aligning team members on a common platform. 
In the Indian family scenario, the joint family system is still pervasive, 
particularly in rural India, wherein an individual is expected to subordinate his/her 
wants, needs and desires, and aspirations to those of the family. There is a certain 
deference shown to age and status. The family, and not the individual, is 
considered as the key unit of the social system. This supports Indian society being 
viewed as a collectivist society, in contrast to many Western societies that are 
individualistic. 
The joint family and caste systems socialize Indians to prefer 
hierarchically based superior/subordinate roles. Indian employees attach greater 
importance to and are more sensitive to, the superior/subordinate relationships 
than to work goals and productivity. India being high on power distance and low-
on individualism is indicative of a preference for more hands-on and controlling 
leadership. The leader's role is to put into place rules and procedures with which 
the followers should comply. And as such, followers see a need to be dependent on 
their leaders. 
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5.3.4 Globalization and the Changing Faces of Leadership: 
Leadership in India has not only been influenced by cultural orientations, 
but also by the socioeconomic and political developments that have taken place 
over the centuries. It has felt the impact of monarchs, such as Chandragupta 
Maurya, Ashoka, and Akbar who ruled India; religious leaders; the British who 
colonized India for over two centuries and brought in the English system of 
education and western thought; leaders who emerged during the freedom struggle 
such as Gandhi, Nehru, and Patel; and business leaders, such as J.R.D. Tata, 
Lalbhai, and G.D. Birla, who ignited the spirit of entrepreneurship in India. 
Today, India has found a new place on the world map. It is an emerging 
economy that has opened its doors to free trade and market forces. These new-
developments are not only integrating India into the global economy, but also 
transforming Indian leadership thought and practice. Management education and 
training in India include discussions of leadership that are formed by Western 
theories and models (Siehl Garen, 2004, pp. 1-4) 
6. Economy 
The Indian economy is currently one of the fastest grovv i^ng economies in 
the world and encompasses an agriculture sector that sustains much of the rural 
population, a modern and varied industrial sector and a sizable service sector. 
Since the initiation of economic reforms and the subsequent liberalization in 1991, 
the economy has been growing at an average annual rate of around 6%, as 
compared to 5.4% in the 1980s and 3.5% prior to that. This in turn has led to a 
sizeable growth in GDP and a reduction in poverty. According to Planning 
Commission estimates, the percentage of India's population living below the 
poverty line has declined substantially from 51.3% in 1977-78 to 26.1% in 1999-
2000. However, there are wide rural-urban and state-wise disparities in poverty 
reduction. There is a lot of work to be done, mainly in the rural areas, home to the 
biggest portion of India's population (and consequently, the vote bank) and some 
of the worst living conditions and incidences of poverty in the country. It is 
perhaps with a view to this that the new UPA government has announced a wide 
variety of plans and schemes to improve the conditions in rural India. The country 
also needs large doses of infrastructure additions - roads and highways, power 
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plants and distribution networks, airports and ports, if it is to sustain rapid growth 
and attract sizable Foreign Direct Investment (The Penguin hidia Yearbook, 2005, 
p. 693). 
In 2002, according to estimates by the World Bank, India's gross national 
income (GNI), measured at average 2000-02 prices, was US $ 501,532,323 m, 
equivalent to $ 480 per head (or $ 3,100 per head on an international purchasing-
power parity basis in 2003). During 1990-2002, it was estimated, that the 
population increased at an average annual rate of 1,8%, while gross domestic 
product (GDP) per head increased, in real terms, by an average of 3.6% in 1990-
2002. GD growth rate was 6.2 in 2004 owing to severe drought and, consequently, 
low agricultural output. In 2003/04 the economy was forecast to recover 
significantly; the growth rate was initially expected to reach 6.5%, but was later 
revised to a projected 7.5%-8.0% (Euro, p.2073). 
The process of wide-ranging economic reform initiated in 1991, including 
trade and investment liberalization, industrial deregulation, disinvestments by the 
Government in public enterprises and their gradual privatization, financial and tax 
reforms, etc. has continued despite several changes in government. By 2003 a 
variety of sectors-including power, coal, telecommunications, postal services, 
tourism, car manufacturing, transport (with the exception of the railways) and 
insurance - had been opened up to private (domestic and foreign) investment. 
Restrictions on foreign participation in a number of sectors (including the 
pharmaceuticals industry) were eased or removed in 2001/02 to encourage greater 
foreign investment, although confidence in the initiative was somewhat 
undermined, later in the year, by the collapse of the US energy corporation, Enron, 
the largest foreign investor in India. In late 2002 ministers finally reached a 
compromise to sell a stake in Hindustan Petroleum Corpn Ltd. to a strategic 
investor and a portion of Bharat Petroleum Corpn Ltd. to the public through a 
share offering. In January, 2004 the Government agreed to raise limits on foreign 
investment in the petroleum and banking sectors. Despite the global economic 
slov '^down and an unexpected monsoon failure, the economy in 2002/03 improved 
in the areas of exports, industrial production, foreign exchange reserves, foreign 
investment and inflation. In 2001/02 India recorded a current-account surplus for 
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the first time in 23 years. The surplus increased in 2002/03, but declined in 
2003/04. The substantial recovery in the agricultural sector (assisted by a good 
monsoon), along with an increase in foreign-exchange reserves, continued growth 
in industrial production and the services sector, and a rising stock market, 
contributed to strong growth in the economy in 2003/04 (Euro, p. 2074). 
6.1 Industry: 
India started her quest for industrial development after independence in 
1947. The Industrial Policy Resolution of 1948 marked the beginning of the 
evolution of the Indian Industrial Policy. The industrial Policy Resolution of 1956 
gave the public sector strategic role in the economy. It categorized industries 
which would be the exclusive responsibility of the State or would progressively 
come under State control and others. 
Industry (including mining, manufacturing, power and construction) 
contributed an estimated 25.9% of GDP in 2001/02, 26% in 2004. According to 
World Bank estimates, about 12.9% of the working populations were employed in 
the industrial sector in 1995. Industrial GDP increased at an average annual rate of 
5.5% in 1990-2002; the rate of growth of the GDP of the industrial sector reached 
3.3% in 2001/2002 and 6.1% in 2002/03 (Euro, p. 2073). 
6.1.1 Mining : 
Mining contributed an estimated 2.2%) of GDP in 2001/02, and employed 
0.6% of the working population in 1991. Iron ore and cut diamonds are the major 
mineral exports. Coal, limestone, zinc and lead are also mined. In 2002 India was 
the third largest coal producer in the world after the People's Republic of China 
and the USA. According to the Asian Development Bank (ADB), mining GDP 
increased at an average annual rate of 4.1%) during 1994/95-2000/01 (Euro, p. 
2073). 
6.1.2 Manufacturing: 
Manufacturing contributed an estimated 15.3%) of GDP in 2001/02, and 
employed 10.0% of the working population in 1991. In 1998 the most important 
branches, measured by gross value of output, were food products (accounting for 
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16.8% of the total), iron and steel (11.1%), textiles (9.6%) and industrial 
chemicals (8.5%) (Euro, p.2073). 
Table No. 1.20 Selected Products 
(000 metric tons, unless otherwise indicated) in India (2002-03) 
Refined sugar 
Cotton cloth (million sq. meters) 
Jute manufactures 
Paper and paper board 
Soda ash 
Fertilizers 
Petroleum products 
Cement 
Pig-iron 
Finished steel 
Aluminum (metric tons) 
Diesel engines-stationary (number) 
Sewing machines (number) 
Television receivers (number) 
Electric fans (number) 
Passenger cars and multipurpose vehicles 
Motorcycles, mopeds and scooters (number) 
Bicycles (number) 
18,906 
19,336 
1,440 
5,170 
1,610 
14,456 
n.a. 
111,778 
4,969 
32,990 
469,580 
n.a. 
82,697 
2,186,800 
9,220,000 
735,941 
5,087,539 
11,929,220 
Source: European, p. 2077 
Table No. 1.21 Automobile production in numbers in India (2003-04) 
Category 
Passenger cars 
Multi-utility vehicles 
Commercial vehicles 
Two wheelers 
Three wheelers 
Total 
Percentage growth 
Production 
842,437 
146,103 
275,224 
5,624,950 
340,729 
7,229,443 
15.12 
Export 
126249 
3067 
17,227 
264669 
68138 
479,350 
55.98 
Source: European, p. 2077 
6.1.3 Energy: 
Installed electricity generation capacity by different way is thermal 
77,974, Hydro wind = 31,995, Nuclear = 2,720, Total = 112,682 in 204. Under the 
Power sector, total installed capacity (including non-utility) was 1,26,240 MW 
(including non-utility of 18,362 MW) by the end of March 2003. Under the 
villages had been electrified by the end of March 2004, which is 84.1 per cent 
(India 2005, p. 570). 
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6.2 Agriculture: 
Agriculture contributes approximately 22% of total gross domestic 
product (GDP) in 2004. It provides livelihood support to about two-thirds of 
country's population. The sector provides employment to 58.4 per cent of 
country's work force. Agriculture accounts for about 14.7 per cent of the total 
export earnings (India, 2005, p. 568). 
Agriculture including forestry and fishing contributed an estimated 24.9% 
of GDP in 2001/02. About 59.2% of the economically active populations were 
employed in agriculture in 2001. The principal cash crops are cotton (cotton 
accounted for 4.2% of total export earnings in 2002/03), tea, rice, spices, sugar 
cane and groundnuts. Coffee and jute production are also important. In 2003/04 
agricultural GDP was expected to grow by 7.7%. (EURO, p 2073). 
6.3 Services: 
The services sector, which is dominated by the rapidly expanding data 
processing business, the growing number of business call centers and the tourism 
industry, contributed an estimated 49.2% of GDP in 2001/02 52% in 2004 and 
engaged 20.5% of the economically active population in 1991. The rate of growth 
reached 7.1% in 2002/03. The sector was expected to expand by 8.4% in 2003/04. 
(EURO-P. 2073) 
In 2002 India recorded a trade deficit of US $12,416m, and there was a 
surplus of $ 4,656m on the current account of the balance of payments. In 2002/03 
the principal source of imports (7.2%). 
The average annual rate of inflation was an estimated 8.2% in 2002 
consumer prices rose by 4.2% in 2002. In rural India the number of people wholly 
unemployed comprised about 6% of the potential labour force of adult males in the 
early 2000s, but the proportion was around 23%, when account was taken of 
underemployment (EURO-P-2073). 
The late 1990s witnessed India's rapid emergence as a 'software 
superpower', in 2000 software exports constituted the country's single largest 
export item, earning, according to the National Association of Software and 
Service Companies (Nasscom), an estimated US $3,900m in 1999/2000. The 
rapidly expanding industry presented increasing employment opportunities. 
Nevertheless, concern grew over the high number of qualified information 
technology professionals leaving the country for better-paid work elsewhere. In 
the early 2000s business call centers had become the fastest growing industry in 
India, expanding by 70% in 2002. An increasing number of multinational 
companies were transferring their call centre operations to India, largely owing to 
cheaper labour costs and low long-distance telephone charges. More than 170,000 
peoples were employed in the outsourcing industry in mid-2003, in 2002/03 
software exports expanded to reach $9,500m. despite the global economic 
slowdown; of the total, exports of information technology services, products and 
technology raised $7,200m, while the outsourcing industry provided 
$2,300m.Nasscom forecast that the revenue from call centers would reach 
$24,000m annually by 2008.(EURO-P-2074). 
Electronics and computer technologies the information Technology (IT) 
industry has shaped up as a major success story in India's economy. Exports and 
computer softwares IT enabled services have become a large components of the 
exports of the country. This is also an area where the government's role has been 
very different from that in some other industries. The important contribution of the 
government in the growth of this industry consists of Telecom Policies, in the 
country and investments in human capital such as through the IITS. The Indian IT 
and electronics industry displayed a robust growth of 21.6 per cent during 2003-04 
(Economic Survey, p. 140). 
India is the first computer services exporter in the world. The Indian IT 
growth with 26.6% will become Rs. 1,961,500 million Indian distributions will 
push up from 65% to 70.2% in the world's information Technology market in 
2006. Its income will become 87 billion Dollars in 2008. The number of engineers 
is 190 thousand in the Silicon Valley computer of California a state and 150 
thousand in Bangalore. (www.Payam.co.ir) 
6.4 Indian's Exports and Imports: 
The exports value was $ 52856.28 and imports value was 61571.55 
millions dollar in 2002-03. The exports in 2003-04 increased to $ 63622.50 
million. Imports for the same period increased to $ 77236.66 millions in 2003-04. 
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Table No. 1.22 India's Exports -Select Products 
Products 
Gems and Jewellery 
Textiles 
Readymade garments 
Drugs, Pharm & fine chemicals 
Machinery & Instruments 
Manufacturer of metals 
Ores & minerals 
Prim, & semi fin iron & steel 
Leather & leather manufactures 
Transport equipment 
Plastic & linoleum products 
Electronic goods 
Marine products 
Dyes & Intermediates 
Rubber manufactured products 
Total 
US $ Million 
2002-03 
9053.38 
5942.47 
5704.68 
2567.16 
2013.65 
1852.42 
2001.23 
1625.69 
1853.12 
1337.36 
1224.84 
1255,99 
1435.27 
712.69 
485.08 
52856.28 
2003-04 
10537.61 
6469.28 
6104.53 
3124.83 
2778.88 
2414.37 
2346.88 
2146,13 
2030.69 
1897.49 
1743,74 
1690.88 
1323.99 
1024.89 
587.30 
63622.50 
Source: India Trade Promotion Organization, 2005 
Table 1.23 India's Imports-select products 
(US $ million) 
Products 
Petroleum Crude & Products 
Electronic goods 
Pearls precious and semiprecious stone 
Gold & silver 
Non electrical machinery 
Organic chemicals 
Vegetable oils (edible) 
Transport equipment 
Coal, coke and briquettes 
Iron & steel 
Inorganic chemicals 
Metaliferrous ores and metal scrap 
Textile yarn & fab., made-up articles 
Professional inst. Optical goods etc. 
Artfcl, Resins, plastic matrls, etc. 
Non ferrous metals 
Electrical machinery 
Wood and wood products 
Manufactures of metals 
Medicinal & pharm. Products 
Chemical material & products 
Fertilizer manufactured 
Total 
2002-03 
17685.31 
5616.95 
6078.50 
4299.39 
3574.87 
1890.36 
1818,86 
1902.32 
1242,86 
884.04 
1142,66 
1040.48 
972.87 
1136.13 
783.86 
668.25 
665.82 
403.15 
489.56 
593,58 
453.16 
358.55 
61571.55 
2003-04 
20624.05 
7515.36 
7147.18 
6835.41 
4735.14 
2758.66 
2547.33 
2148.18 
1413.65 
1410.98 
1274.28 
1253.36 
1252.77 
1229.67 
1082.87 
945.00 
866.14 
713,17 
689.05 
644.91 
632.48 
500.14 
77236,66 
Source : India Trade Promotion Organization, 2005. 
6.5 Currency and Exchange rates 
Monetary Units: 100 paisa (singular: paisa) ^ 1 Indian rupee (Rs.) 
Average Exchange Rate (rupees per US $): 2003: 46.581 (Euro, p. 2078). 
B . I r a n 
Iran at a Glance 
Geography 
Location: Middle East, bordering the Gulf of Oman, the Persian Gulf, and the 
Caspian Sea, between Iraq and Pakistan. 
Area: 1.648 million sq. km. 
Terrain: Rugged terrain with a mountainous rim, high central basin with deserts and 
mountains. The coasts have small, discontinuous plains. 
Climate: Mostly dry or semi-dry but the Caspian coast has a subtropical climate. 
People 
Population: 68,278,826 (July 2005). 
Population growth rate: 1.08% (2005). 
Sex ratio: 1.04 male(s)/female (2005). 
Religions: Shia Muslim 89%, Sunni Muslim 10%, other 1% 
Languages: Persian and Persian dialects 58% 
Literacy rate: Total 84% (204 
Life expectancy: Total 61 years (2004), male - 70.3, female = 71.9 (2000-2005) 
Government 
Capital: Tehran 
Government type: Theocratic republic 
Independence: 1 April 1979 (proclamation as Islamic Republic of Iran). 
Legal system: The Constitution codifies Islamic principles of govermnent. 
Chief of state: Supreme Leader Ayatollah Ali Hoseini-Khamenei (since 4 June 1989). 
Head of government: President Mahmood Ahmadinijad 
Economy 
Currency: Iranian rial. 
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Gross domestic product: $ 162,709 million (2004) 
Purchasing power parity: $ 505 billion (2004). 
GDP - real growth rate: 7.6% (2005), 6.2% (2004) 
GDP - per capita: Purchasing power parity: $7,550 (2004). 
Inflation rate: 14.5% (2005 est.) 
Population below poverty line: 20%) (2005 est.). 
Unemployment rate: 10.4%) (2004 est). 
Exports: $ 42,450 million (2004) - petroleum 85%), carpets, fruits and nuts, iron and 
steel, chemicals. 
Imports: $ 32,70 million (2004) - industrial raw materials and intermediate goods, 
capital goods, foodstuffs and other consumer goods, technical services, military 
supplies. 
External debt: $ 11.601 million (2004). 
Budget deficit: $ 457 million 
Transport and Communications: 
Railways: 7,302 km. 
Roads: 167,157 Km. 
Telephone: 16, 000, 0 connection x 2 (Sep. 2004) 
Mobile cellular: 3,500,000 (Sep. 2004) 
Internet users: 5,500,000 (Sep. 2004) 
(www.payrand.com) 
Internet country Code: .ir (Brien 2005, p.p. 317-319). 
1. Geography 
1.1 Location and Area: 
Present political and geographical territories cover an area of about 
1,648,000 square kilometers. It is situated in the northern hemosphere and the 
southwest of Asia. (Iran Embassy, 2003, p. 7) 
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1.2 Climate: 
The plateau possesses a dry desert peculiarity. Nevertheless, owing to its 
being situated between 25 and 40 degrees geographical latitude, as well as the 
presence of great heights, in this countiy there can be found a variety of climates. The 
average annual temperature reaching from 10 degrees centigrade to 30 degrees. The 
annual rainfall throughout various regions of the country is varying between 2000 
millimeters in Gilan to less than 100 millimeters in the central regions. The annual 
average rainfall in Iran is about 275 millimeters. (The culture House of Iran, pp. 3-4). 
2. Histoty 
(a) Pre-Islamic Era: 
The older residential centers were near springs and rivers and generally in 
the neighbourhood of the Zagross and Alborz ranges where living conditions were 
more habitable. The numbers of relics have been found, some of which date back to 
the fifth millenium B.C. (Iran Embassy, p. 6). 
The immigration of Aryan races to the Iranian plateau began in the second 
millenium B.C. The Achaemenids, after vanquishing the Medes and capturing their 
capital, created the first great Iranian empire. The boundaries of their conquest during 
the time Darius 1 (522-485 B.C.) stretched form the plains of the river Indus in the 
east, to Greece in the west. The monuments of Persepolis and Pazargad belong to this 
period, as invaluable archaeological antiquities of the brilliance of ancient Iran. The 
Sassanids created a new empire in 225 A.D. by overthrowing the last Parthian King, 
while their empire lasted to the middle of the 7"^  century A.D. The ancient era of Iran 
with all its political, social and cultural characteristics is considered one of the most 
glorious and magnificent periods of Iranian history. So Mongols ended the area in the 
12 century (Iran Embassy, p. 7). 
(b) Post Islamic Era: 
The spread of Islam to Iran in the middle of the 7"^  century A.D. was 
followed by the collapse of the Sassanid Empire. Thenceforth, a new period began in 
Iranian history, creating violent and fundamental changes in the social, political and 
religious structure of the government and the conditions of the people. The Iranian, 
being dissatisfied with the standards, quickly welcomed Islam and enthusiastically 
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endeavoured in the way of its propagation and enrichment. In spite of their 
embracement of Islam, the Iranians never concealed their opposition to the Umayah 
and Abbasih Calliphs. 
The continuation of the exhausting wars between local rulers, diminished 
their power and paved the way for the domination of the alien races of central Asia 
such as the Seljugi, Turks, Mongols and Teymouris the safavid dynasty ruled from the 
16"' to the 18"' century. During the Safavid period, the third great Iranian empire was 
founded, and Shi'ism, which had suffered due to imposed limitations till that time, 
became formally recognized. After the safavids came the Qajar dynasty and they 
ruled from 1794 to 1925. The Qajar period was accompanied by the spread of foreign 
influence in Iran, namely that of Russia and England. These colonizers, who were 
aware of the dynamic and combative qualities of Islam, spared no effort to destroy, or 
alter it altogether. But the influence of Islam upon the Iranian society was so 
pervasive that even in the contemporary history of Iran, many social movements such 
as the tobacco uprising, the constitutional revolution, the Jan gal revolt (the uprising 
of the north), and the uprising of Sheikh Muhammad Khiabani, possessed a religious 
root, and were inspired by its teaching. Even in the movement for the nationalization 
of the oil industry, the role of religious forces in creating unity and political solidarity 
among the people was considerably important (Iran Culture House, p. 8). 
In late February 1921, the military commander Reza Khan seized power. 
In 1925 the Iranian Parliament deposed the monarch, who was away undergoing 
prolonged treatment in Europe. The Parliament elected Reza Khan as the Shah of 
Persia. He founded the Pahlavi dynasty and assumed the name of Reza Shah 
Pahlavi. In 1935, Persia changed its name to Iran. 
In 1941 the Soviet Union and Great Britain occupied Iran, apprehensive 
of the pro-German tendencies of the Shah. Mohammad Reza Shah Pahlavi 
replaced his father as the Shah of Iran on 16 September 1941. In the 1960s, the 
Shah initiated a campaign of modernization and westernization of Iran and 
launched the 'White Revolution'. However, his authoritarian rule sparked off 
widespread civil unrest in the late 1970s. In January 1979, the Shah, along with his 
family, were exiled out of Iran. In February that year, the Islamic fundamentalist 
leader, Ayatollah Ruhollah Khomeini, returned to Iran at the end of 14 years of 
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exile. On 1 April 1979, the Islamic Republic of Iran was pro-claimed following a 
referendum. 
On 4 November 1979, revolutionaries forced their way into the US 
embassy in Tehran and took 52 Americans as hostage. USA retaliated by imposing 
an economic boycott, severing diplomatic relations and ordering the deportation of 
Iranian students studying in USA. 
On 22 September 1980, Iraq invaded Iran in a culmination of a dispute 
over Iranian oilfields. This was the start of the Iran-Iraq War. In August 1988 Iran 
accepted a UN-mediated ceasefire that it had previously rejected. 
In May 1997, reformist politician Mohammad Khatami won the 
presidential election by a landslide, beating the dominant conservatives. 
Conservatives and hardliners regained control of the Iranian Parliament in 
legislative elections held in February and May 2004. The West had criticized the 
polls as the authorities banned thousands of reformist candidates from standing. In 
the final tally, conservatives won about 200 of the 290 seats. The remaining seats 
were divided between independents and the reformists (Year book 2005, p. 317). 
3. Human and Social Characteristics 
3.1 Population: 
According to the latest estimate in 2004, the population of Iran is about 
68,278,826 million. Of this number, about 65% are urban residents and about 35% are 
inhabitants of rural areas. 
The population of Iran has growth rate of about 1.08% which is due mostly 
to improved living conditions, hygienic and health care expansion, better nutrition, 
expansion of the network of communications and the possibility of greater access to 
supply centers. 
3.1.1 Age Structure: 0-14 years: 32.97% (male 11,150,053, female 10,654,884 and 
15-64 years: 62,78% (male 20,765,001; female 20,488,672 (and 65 years and over : 
4.65% (male 1,617,045; female 1,453,310) (2001 est.) 
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3.2 Labour and Workforce: 
From the view point of occupation, about 33% are in tlie field of agriculture. 
25% in industry and 42%) are engaged in other services (Middle East Internet 
Directory, 2005). 
According to statistics by 2002, some 21.1 million were active and average 
annual growth rate as 2.7%). In the following, table of labour force structure is 
indicated 
Table No. 1.24 Labour force structure in Iran 
Labour force partici 
Male 
2002 
79.8 
Source : World Ban 
pation rate %age 15-64 
Female 
2002 
32.8 
<, p. 43. 
Labour force 
Total millions 
2002 
21.1 
Average annual growth 
rate 
1980-2002 
2.7 
3.3 Education: 
3.3.1 General Education: According to Article 30 of the Iranian Constitution, 
education is gratis up to secondary education. The law of compulsory instruction from 
the age of seven was passed in 1934. The system of general education in Iran is 
divided into four sections: preparatory, elementary, guidance and secondary schools. 
(Iran Embassy, 1997,p.8). 
Primary elementary education is officially compulsory, and is provided free 
of charge, for five years between six and 10 years of age, although this has not been 
fully implemented in rural areas avoidance and secondary education, from the age of 
11 up to seven years, comprising a first cycle of three years and a second of four years 
(Euro. p. 2164). 
The number of students has increased from 8 million 1979 to 18.7 million in 
1998 and 16.1 million in 2003. The number of schools has increased from 54000 in 
1978 to 130,000 in 2003. 
39 
Table No. 1.25 Education - Number of Institutions, Teachers and Students (2002-03) 
Levels of Education 
Pie-Primary 
Primary 
Lower secondary 
Upper secondary 
Source: UNDP, Human 
institutions 
12,456 
68,627 
30,603 
18,378 
Teachers 
15,600 
297,711 
184,948 
167,570 
Development Report 
Males 
195,487 
3,662,507 
2,636,728 
1,940,924 
Students 
Females 
208,167 
3,366,417 
2,228,875 
1,887,600 
Total 
403,654 
7,028,924 
4,865,603 
3,828,524 
Table No. 1.26 Resources for Education in Iran 
Pupil/teacher ratio (primary) 24 
Public expenditure on education 
As % of GDP 
As % of total government expenditure 
4.9 
17.7 
Distribution of public expenditure per level (%): 
Pre-primary 
Primary 
Secondary 
Tertiary 
Unknown 
1 
25 
39 
14 
21 
Source: UNESCO Institute for Statistics, 2002/03. 
3.3.2 High Education: 
The two ministries responsible for most post secondary education are the 
Ministry of Science Research and Technology (MSRT) and the Ministry of Health 
and Medical Education (MHME). In order for private higher education institutes to 
operate formally they need to be accredited by the MSRT/MHMI and either of the 
Ministries should also approve their programmes. The new institutes are assessed and 
improved under strict rules and conditions and their programmes must match the 
standards set out by MSRT/MHME. As stated by the MSRT, which supervises and 
evaluates the whole education system of the country, there are 70 state universities, 40 
state medical universities, 110 campuses of Azad universities ten of which are in other 
countries, 168 campuses of Payam-E-Noor University, 30 private higher education 
institutes in the country. 
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Enrolment in tertiary education in 2003 was 21.1%, total 20.4%, male 21.9. 
female 1.7%, CPI (LJNESCO, 2006). University's teachers are 84,679 in 2003 (Euro, 
p. 2170). 
According to official sources, the number of students were 18, 92,119 by 
2004. There were some 923,913 students enrolled at Iran's public colleges and 
universities in 2004, male 493,913, female 480,493. In addition to the 968,206 
students enrolled at the Islamic Azad University (Male 481,590, female 486,6155) 
(Ministry of Science, 2005). Expenditure on education was 17.7% of total spending 
by 2002 (Euro, p. 2164). As the latest survey indicates there are 2,300,000 students in 
2005, out of which 66% are girls therefore more than 3% of the Iranian population is 
studying at university. Index of Education and Research -
1. Number of research per 1 million people 560 
2. Average annual cost per researcher 850,000 
3. Number of researcher 35000 
3.4 Welfare and Health: 
3.4.1 Welfare: Ninety five percent housing units enjoyed piped water in 2000 and 95 
per cent housing units were supplied with electricity in 1996. In addition, 90% of 
Iranian families own a TV sets, 92% a refrigerators, 39% Washing Machines and 14% 
a Cars. 
The general rise of the standard of living is reflected by mortality rates, the 
number of physicians and that of university students from an average of 8.5 to 34 
persons per 1,000 inhabitants (2005). 
3.4.2 Health: In spite of the tremendous problems of the past fifteen years, Iran has 
shown continuous improvement in health indicators. Maternal mortality rate (per 
100,000 live births) steadily decreased from 245 in 1976 to 33.3 in 2003. And 
currently, 75% of the rural population and 80% of the urban population are directly 
covered by health and medical care services (Iran Embassy, p.25). 
Life expectancy, which averaged 65 years in 1989, increased to 
approximately 70.3 for male, 71.9 for female by 2005. 
Table No. 1.27 Health and Welfare Indicators in Iran 
Total fertility rate (children per woman, 2002) 
Under-5 mortality rate (per 1,000 live births, 2003) 
HIV/AIDS (% of persons aged 15-49, 2002) 
Physicians (per 1,000 head, 2000) 
Hospital beds (per 1,000 head, 1996) 
Health expenditure (2001): US $ per head (PPP) 
Health expenditure (2001): % of GDP 
Health expenditure (2001): public (% of total) 
Access to water (% of persons, 2000) 
Human Development Index (2001): ranking 
Human Development Index (2001): value 
Access to improved sanitation facilities (2002) % (W.B., p. 157) 
2.4 
33.3 
0.1 
>9 
1.6 
350 
6.0 
46.3 
98 
99 
0.736 
Urban 86% 
Rural 79% 
Source: European p. 2165 and World Bank, p. 157, the World Health Report, 2005. 
3.5 Poverty: 
Table No, 1.28 Poverty in Iran 
Population below $1 a day (%) 
<2 
Population below $2 a day (%) 
>7.3 
Source : Human development Report, 2005, UNDP Oxford, p. 219 
3.6 Women situation: 
Table No. 1.29 Women in development in Iran 
Female 
population 
% of total 
2002 
49.8 
Life expectancy 
at birth 
Female 2005 
71.9 
Pregnant women 
receiving 
prenatal care 
1995-2002 
77 
Labour force 
gender parity 
index 
2002 
0.4 
Women in 
parliaments 
%age of total 
seats (2003) 
4 
Source: World Bank Report, p. 29. 
3.7 Transport: 
3.7.1 Railways: In 2003 the Iranian railway network system was estimated to 
comprise 7,304 km of mainline track (of which 7,058 km was 1,435 mm standard 
gauge, and 98 km.mt. wide 1,676 gauge) 148 km was electrified, (Euro, p. 2170). 
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Table No. 1.30 Transport in Iran (2002-03) 
^assenger km (million) 
Freight ton-km (million) 
8,582 
Source Traffic, Year ending 20 March, Euro, p. 2170 
15,842 
3.7.2 Road: In 1998 there were an estimated 167,157 km of roads, including 890 km 
of motorways, 24,940 km of highways, main or national roads, and 68,238 km of 
secondary or regional roads (Euro, p. 2179) 
Table No. 1.31 Road Traffic (estimates, motor vehicles in use)(1996) 
Passenger cars 
Buses and coaches 
Lorries and vans 
Motor cycles and mopeds 
1,793,000 
55,457 
180,154 
2,565,585 
Source: European Report, p. 2170 
3.8 Communications Media: 
Table No. 1.32 Communications Media in Iran 
Radio Receiver (000 in use), 2002 
Television receivers ('000 in use), 2002 
Telephone (;000 main lines in use) Sep. 2004 
Mobile cellular telephone ('000 subscribers) Sep.2004 
Internet users ('000) Sep. 2004 
Book production* : titles 2002 
Copies COOO) 
1700 
4610 
16000 
3500 
5500 
31,660 
162,674 
Sources: Information and Communication Technology, Literac for life 2005, p. 
293 - www.payvand.com 
3.9 Language, Script, Origin of the Calendar, Flag: 
According to the constitution of the Islamic Republic of Iran, the official and 
common language and script of the Iranians is Farsi (Persian), and the starting point 
of the calendar year is the year of the emigration of the prophet of Islam from Mecca 
to Medina. The twenty-first of March is adopted as the first day of the New Year (No-
Ruz) in Iran. The official calendar basis of the country is the solar Hejira year. The 
Iranian flag is green, white and red with a special symbol of the Islamic republic and 
22 words of AUah-o-Akbar (God is Great) found in the middle. 
More than half (58%) of the people speak Persian, and about 20% speak 
Azari Turkish or closely related dialects. Of the remainder, about 6%) speak Gilaki. 
5.8% speak Lori and Bakhtiari, 5.7% speak Kurdish, 5% Mazandarani, while the rest 
speak Arabic, Baluchi etc. (h-an Embassy, 1997, p. 4). 
3.10 Religion: 
Iran is one of the oldest countries in the world. Its people were once 
Zoroastrian, but now the official religion, in accordance with Article 12 of the 
constitution is Islam; the Jafari faith of the Twelve Imams. About 98.5% of the people 
are Muslims, 89% of whom belong to the Shi'a sect. Other religious Islamic sects are 
Hanafi, Shafaee, Maleki, Hanbali and Zeidi, all of which are respected and enjoy 
perfect freedom. 
Shi'ism places emphasis on the imamate of Imam Ali-bin-Abi-Taleb and his 
eleven descendents as successors to the holy prophet, and believes in proper social 
and political obligations for its followers, while it also forbids indifference towards 
public and social affairs. The philosophy of the Islamic revolution of Iran, too, has 
been inspired by the same dynamic quality (Iran Embassy, 1997, p.5). 
3.10.1 Religious Minorities: 
In the constitution of the Islamic Republic of Iran the Zoroastrian, Christian 
and Jewish religions have been formally recognized and their followers can, like the 
Muslims, participate with equal rights in the country's political, economic and social 
affairs. The Zoroastrian, Armenian, Jewish, Assyrian and Chaldean religious 
minorities have their separate representatives in the Islamic assembly, and the total 
Population of Iranian religious minorities is about 305,000, of whom 98,000 are 
Christians, 26,000 Jews, 91,000 Zoroastrians, and 90,000 are followers of other faiths 
(Iran Embassy, 1997, p.5). 
4. Constitution and Government 
4.1 The Constitution: 
Iran is an Islamic Republic; the system is based on belief in God, divine 
revolution and its fundamental role in setting of the laws, resurrection and imamate. 
All rules and regulations of the state are to be framed in accordance with the Islamic 
tenets. 
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The Constitution states that the form of government of Iran is that of an 
Islamic Republic, and that the spirituality and ethics of Islam are to be the basis for 
political, social and economic relations. Persians, Turks, Kurds, Arabs, Balochis, 
Turkomans and others will enjoy equal rights. 
The Constitution provides for a President to act as Chief executive. The 
President is elected by universal adult suffrage for a term of four years. Legislative 
power is held by the Majlis (Islamic Consultative Assembly), with 290 members 
(effective from the 2000 election) who are similarly elected for a four-year term. 
Provision is made for the representation of Zoroastrians, Jews and Christians. Articles 
19-42 deal with the basic rights of individuals, and provide for equality of men and 
women. 
The press is free, except in matters that are contrary to public mortality or 
insult religious belief. The formation of religious, political and professional parties, 
associations and societies is free, provided they do not negate the principles of 
independence, freedom, sovereignty and national unity or the basis of Islam. 
The Constitution provides for a Wall Faqih (religious leader) who, in the 
absence of the Imam Mehdi (the hidden Twelfth Imam), caixies the burden of 
leadership (Euro, p. 2171). 
4.2 The Government: 
4.2.1 Head of State: 
President Mahmood Ahmadinejad 
First Vice President 
Vice President in charge of Legal and Parliamentary Affairs 
Vice-President and Head of the Iranian Atomic Energy Organization 
Vice-President and Head of the Organization for the Protection of the 
Environment 
Vice-President and Head of the Physical Education Organization 
Vice-President and Head of the Management and Planning Organization 
Vice-President and Head of the Presidential Office 
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4.2.2 Ministries: 
Twenty in number looking after various affairs of the government, (i) 
Foreign Affairs, (i) Education, (ii) Culture and Islamic Guidance, (iv) Intelligence and 
Security , (v) Commerce, (vi) Health and Medical Education, (vii) Posts, Telegraphs 
and Telecommunications, (viii) Justice, (ix) Defence and Armed forces Logistics, (x) 
Roads and Transport, (xi) Science, Research and Technology, (xii) Industries and 
Mines, (xiii) Labour and Social Affairs, (xiv) Interior, (xv) Agricultural .lihad, (xvi) 
Housing and Urban Development, (xvii) Energy, (xviii) Oil, (xix) Economic Affairs 
and Finance, (xx) Co-operation (Euro, p. 2171). 
4.2.3 Parliament: 
Majlis-e-Shura-e Islamic (Islamic Consultative Assembly 
It has 290 seats and a first round of voting in election to the seventh Majlis 
took place on 20 February 2004; and conservatives won about 200 seats. 
Majlis-e Khobregan (Council of Experts) 
The Council comprises 86 clerics. Elections to a third term of the Council 
were held on 23 October 1998. 
Shura-e-Nigahban (Council of Guardians) 
The Council of Guardians, composed of six qualified Muslim jurists 
appointed by Ayatollah Khomeini and six lay Muslim lawyers, appointed by the 
Majlis from among candidates nominated by the Head of the Judiciary was 
established in 1980 to supervise elections and to examine legislation adopted by the 
Majlis, ensuring that it accords with the Constitution and with Islamic precepts (Euro, 
p. 2172). 
Shura-ye Tashkhis-e Maslahat-e Nezam (Council to determine the Expediency of 
the Islamic Order) 
Formed in February 1988, by order of Ayatollah Khomeini, to arbitrate on 
legal and theological questions in legislation passed by the Majlis, in the event of a 
dispute between the latter and the supervisory Council of Guardians. Its permanent 
members, defined in March 1997, are Heads of the Legislative, Judiciary and 
Executive Powers, the jurist members of the Council of Guardians and the Minister or 
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head of organization concerned with the pertinent arbitration. Four new members 
were appointed to the Expediency Council in March 2002, when Rafsanjani was 
reappointed as Chairman. (Euro, p. 2172). 
4.2.4 Administrative Divisions: 
According to the latest civil divisions, Iran is divided into 28 provinces, 195 
townships and 500 districts. Each province and its dependant sub-divisions are 
administered by a governor, each township is under a sub-governor, and each district 
under a district superintendent. (Culture House, p.9). 
5. Culture 
Being one of the most ancient civilization of the world Iran enjoys a rich 
cultural heritage; pertaining to both pre and post Islamic eras. Hence, certain aspects 
of the cultural activities of the Iranian people are briefly touched. 
5.1 Literature: 
Since times immemorial literature has enjoyed great importance and literary 
personalities have been among the elite of the Iranian society. With the advent of 
Islam in Iran and particularly in the first two centuries, Persian writers and poets 
mainly recourse to Arabic to express themselves. They contributed largely to the 
development of this language and their influence can be clearly observed in various 
forms of writings in Arabic. This has misled some of the European historians and 
orient lists to consider many Iranian scholars as Arabs. From the 9^ '^  century A.D. and 
on wards, however, Persian came into its own. Modern Persian with its rich 
vocabulary, derived partially from Arabic, began to be widely used and Persian 
literature grew and gradually joined the ranks of the great literature of the world. 
Some of the very renowned personalities in Persian poetry and prose are, Hafiz 
Shirazi, Sheikh Sadi, Jalalu-Din-Rumi, Hakim Omar Khayyam, Amir Khosrow 
Dehlavi, etc. The Persian poetry has also given birth to a totally new form of poetry 
known as Rubaiyat; which is of the world repute. 
Although, less well known than Persian Poetry, Persian Prose too has a long 
history behind it. The style of Persian Prose reached to highest degree of perfection in 
the writing of Sheikh Sa'di who is known and appreciated the world over. (Culture 
House, p. 15-17). 
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5.2 Arts: 
Within the frame work of a country's old tradition, Iran has produced artistic 
masterpieces of world renown. From the confines of East Asia till Spain and France, 
its greatness has been recognized and, today, almost every museum owns several 
specimens of this art. Although deeply marked by many foreign influences, it was 
exposed to especially, by the profound transformation brought about in the Islamic 
era, Persian has preserved certain distinctive features such as a taste for refinement, 
all through its long history. Hence, in order to be brief only post Islamic characteristic 
of the Iranian Art will be touched here. 
5.3 Architecture: 
Influenced by the tenets of Islam, Iranian architects made great contributions 
towards the development of the Islamic architecture which took giant strides, 
especially with regard to religious edifice. The techniques used under the Sassanian 
were adopted by the new religion and a type of mosque with a central dome and two 
minarets gradually became the rule. The forms, which have now become the 
characteristics of the Iranian mosques, given their distinctive look to the towns and 
cities of Iran. 
Under the safavids, domes and minarets took on more and more a tapering 
shape and the use of glazed fancy tiles, typical of Persian religious constructions, 
came into general use. Masterpieces such as the Mosque of Sheikh Lotfollah in 
Isfahan as well as the mosques and mausoleums of Samarkand are marvelous 
illustrations of how this architecture used jaience tiles covered with arabesques, floval 
designs and verses from the holy Quran to decorate their edifices. Isfahan, in 
particular, the capital of Safavids, with its numerous mosques, palaces, bridges and 
caravanserais, is the jewel of Iranian architecture of this remarkable period. The 
influence of Iranian architecture was especially strong at this time in India and famous 
monuments such as the Taj Mahal, contain many elements take form this architectural 
tradition. 
The art of calligraphy has pushed every other thing aside to stand next to 
Iranian architecture. The art of calligraphy has always been very popular in Iran and 
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Iranian artists have played an important role in deriving different styles from the 
Islamic scripts. 
The Nastaliq style which has come to be recognized as the most beautiful 
and elegant one all over the world today is known as the Persian script commonly 
used in Afghanistan, Pakistan and India. 
5.4 Handicrafts: 
Iranian handicrafts like, carpets, textiles, miniatures, mosaics, tiles, utensils, 
ceramics, enamel and inlay etc. have been famous all over the world from times 
immemorial. These Handicrafts have won worldwide acclaim. 
The craftsmanship of Iran, when at its peak, widely influenced the 
neighbouring countries. Many archaeologists are of the view that the Sarnath lion 
capital built during the reign of Ashoka and now used as the national emblem of 
India, was built either by Iranian artisans themselves or they were closely associated 
with its construction and received blood under the influence of Islamic culture. 
The period extending from the later Sasanid rule up to the middle of Seljuqid rule (8"^  
to 10'^  century A.D.), is considered to be the period of gradual transformation of art 
from its pre-Islamic garb into the Islamic one. 
Today, handicrafts form part of that category of a few blessed industries 
which apart from playing an important role in the economy of the society, have great 
cultural value and reflect the depth of culture, customs, conventions, modes and ethos 
of a nation. 
The ceramics and glazed ures industry exhaust their best manifestation in the 
geometrical fa9ade of mosques and other historical buildings. Alongside this industr}' 
are pottery, glass-blowing and currier. There are also metal and wooden handicrafts 
greatly in demand, including copper and bronze products, silver-work, engraving, 
mosaic, inlay and other delicate items made of metal, wood and bone. 
5.5 Cinema: 
The history of film industry in Iran dates back to early 20"^  centurj' i.e. the 
Qajar period. As year went by, the Iranian film industiy progressed and grew both in 
size and techniques and Iran participated in various international film festivals. 
However, under the influence of western films and the deposed Shah's policy of 
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westernization, the themes and approaches towards film making gradually 
deteriorated and the Iranian films presented nothing but sex and violence. (Culture 
House, p. 20-21). 
5.6 Culture and Communication: 
Table No. 1.33 Culture and Communication in Iran (2002-03) 
Films and cinema : 
Seats per 1000 inhabitants 
Annual attendance per inhabitant 
Boole production Total 
National libraries: registered users 
2.77 
0.42 
14783 
13217 
Source: UNESCO Institute for Statistics, 2004. 
5.7 Iran as a Center of Tourism: 
Deriving from its historical and cultural past and its present living and 
natural peculiarities, Iran has a considerable capacity for tourism. The historical 
treasures belonging to various periods of settlement on the Iranian plateau, parallel 
with its various natural coastal, mountain and desert landscapes, mingling 
harmoniously with historical monuments and with its religious and cultural heritage, 
offer a fine and unrivalled collection of incentives for a visit to Iran. Moreover, the 
present-day Iran has attracted many people of the world as an active political lever in 
the world of Islam and a model for the countries of the third world. Consequently, the 
reasons for visiting Iran may be summed up as encompassing political, social 
cultural, pilgrimage, relaxation, historical and natural incentives. 
The presence of such abundant incentives for visiting Iran naturally requires 
suitable accommodation and recreational facilities and installations of a desirable 
nature for travel. Fortunately, from this viewpoint Iran possesses the necessary 
possibilities and desirable facilities to place at the disposal of the travelers who come 
to Iran for their own different reasons (Culture House, p. 15). 
Some 1,584,922 international tourist arrivals were recorded in 2002/03 (year 
ending 20 March), compared with 326,048 in 1994. Receipts from tourism in 2001 
totaled US $ 1,22m. Tourism centers are currently administered by the State, through 
the Ministry of Culture and Islamic Guidance, although in late 1997 the ministry 
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indicated its intention to transfer all tourism affairs to the private sector (Euro, p. 
2180). 
6. Economy 
The constitution establishes special guide lines for the administration of the 
nation's economic and financial affairs. The ultimate objective is economic 
independence, full employment and a comfortable standard of living. The economy is 
divided into three sectors; public, which includes major industries, insurance 
companies, utilities communications and mass transportation; cooperative, which 
includes production and distribution of goods and services; and private which consists 
of all activities that supplement the first two (Iran Embassy, 1997, p. 10). 
Iran's economy was expected to attain a growth rate of more than 6.4% by 
the end of year ending on March 20, 2003, almost matching the 6.5% target set by the 
Third Five Year Economic Development Plan (2000-2005) that the industries and 
mines sector was to obtain a growth of 11.8% the agriculture sector 6.1%, the 
construction sector 13%), the oil and gas sector 12%) and the service sector 5%. 
The Third Plan forecast a 15.3% inflation rate. Inflation rate was at 12.6% 
and 11.4% in the year 2000 and 2001 respectively and 15% in the year 2003, 14.1% 
in the year 2004. The policy to check inflafion will confinue to prevent speedy price 
hikes. 
Iran's total external debt was US $ 7,483m at the end of 2001, $ 11.601 m in 
2004 of which $ 5,295m was long-term public debt. Almost \6% of the total labour 
force was estimated to be unemployed in 2002/03 and 10.4%o in 2004. 
Iran is a number of Organization of Petroleum Exporting Countries (OPEC), 
of the Economic Co-operation Organization (ECO), of the Developing Eight group of 
Islamic countries, and was admitted to the Group of 15 developing countries (G-15) in 
mid 2000. 
Notable weaknesses in the Iranian economy include the Government's 
dependence on revenue from the petroleum sector, high rates of unemployment and 
inflation, and disparities in the distribution of income. Additional strain has, 
moreover, been placed on domestic resources by the presence in Iran of large numbers 
of refugees from Afghanistan and Iraq. 
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Other Economic Indicators in 2004: 
Public budget: $ 58, 1864 million. 
Government corporation budget: 784,023 million 
Total budget: $ 183, 8470 million 
Budget direct: 457142 million 
GDP per capita 7550 million 
GDP in purchasing power parity: 505 billions 
Employed labour force: 45.3% 
Unemployment rate: 10.4% 
Total import: 32700 
Total export: 42450 
Agriculture 1 \%, Industry 41%, services 48% 
6.1 Industries: 
Industiy (including mining, manufacturing, construction and power) 
contributed an estimated 41% of GDP in 2004 and engaged 31.2%i of the employed 
labour force. Industrial GDP growth was estimated at 1.5% in 2000/01 and at 5.0% in 
2001/02 (Euro, p. 2163) 
6.1.1 Mining: 
Major deposits of copper, iron ore, lead, zinc, chromate, manganese and 
other materials have already been identified and it is expected that other rich reserves 
have yet to be discovered. Although mineral deposits already identified put Iran 
among the world's richest countries in terms of mining: first in zinc reserves, second 
in copper, ninth in iron, tenth in uranium and eleventh in lead, the mining sector has 
yet to be fully developed (Iran Embassy, p.32). 
At the end of 2002 Iran's proven reserves of petroleum were estimated at 
89,700 m barrels, sufficient to maintain the 2002/03 level of production - averaging 
3.31m barrels per day (b/d) - for almost 74 years. However, since 1999 several 
important discoveries of petroleum have been made, leading to estimate that reserves 
might be closer to 130,000 m barrels. With effect from April, 2004, Iran's production 
quota within the Organization of the Petroleum Exporting Countries (OPEC) was 
3.45m b/d. Iran's reserves of natural gas (23,000,000m. cum at the end of 2002) are 
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the second largest in the world, after those of Russia. Mining GDP was estimated to 
have increased by 4.8% in 2000/01 and by 9.6% in 2001/02. (Euro, p. 2163). 
Table No. 1.34 The Position of Iranian Mining in the World 
Mines 
Oil 
Gas 
Zinc and Lead 
Chromate 
Copper 
Coal 
Iron Ore 
Gold 
Iranian Reserves 
9000 mn.ton 
8000 bn.cu.mtr. 
60 mn.ton 
10 mn.ton 
900 mn.ton 
1324 mn.ton 
2177 mn.ton 
3 mn.ton 
Share in the World 
(percentage) 
10 
20 
!1 
8 
15 
0.3 
0.25 
NA 
Source: Iran Embassy, 1997, p. 35. 
6.1.2. Manufacturing (excluding petroleum refining) contributed about 14.0% of GDP 
in 2001/02, and engaged 17.8% of the employed labour force. The most important 
sectors, in terms of value added, are textiles, food processing and transport equipment. 
The sector's GDP increased with growth estimated at 8.0% in 2000/01 and at 10.0% 
in2001/02. (Euro,p. 2163) 
6.1.3. Natural Gas: Iran continues to search actively for new markets for its natural 
gas, more ambitious projects come online. By 2000, NIOC planed to have completed 
three gas export pipelines to Turkey, Armenia, and Nakhichevan. By 2005, two more 
lines to Europe and India were expected to be completed, in addition to the possibility 
of a liquefied natural gas (LNG) facility for exports to Asia. (Iran Embassy, p. 40), 
6.1.4 Petrochemical Production : With the February, 1997 start-up of the $ 2.3 bn, 
650,000 ton/year Tabriz facility, Iran now has 11 petrochemical complexes with a 
production capacity of close to 10 m tons per year Iran's petrochemical industry is the 
second largest in the Middle East, after Saudi Arabia, Iran's third 5 year plan aimed to 
expand the country's producfion capacity to 16 (million tones/year) by 2000 and 30 
mnt/y by 2020 increasing domestic market requirements and export potential for 
future for the expansion of this industry. Petrochemical products may generally be 
categorized in three groupings as follows: 
1. Chemical fertilizers 
2. Polymers, Plastics, Synthetic rubbers aiid fibers. 
3. Chemicals and pesticides. (Iran Embassy, p. 41). 
6.1.5 Energy: 
The optimum method in this conjunction is the use of petroleum sources in 
the petrochemical industries as well as production of electrical power through 
hydroelectric generating units, gas turbines, nuclear power plants and solar energy. 
Sources of electricity by 2000 : Electricity production (billion KwH) 121.4, Access to 
electricity % of population 97.9%, Hydropower 3%, oil % 20.4, Gas 76.6% (W.B., p. 
153). 
6.2 Agriculture: One of the long term objectives of the Iranian Government is to 
become self sufficient in agriculture. 
Agriculture (including forestry and fishing) contributed an estimated 11% of GDP in 
2004, About 23.5% of the employed labour force was engaged in agriculture. The 
principal cash crops are fresh and dried fruit and nuts, which accounted for some 
15.8% of non-petroleum export earnings in 2001/02. The principal subsistence crops 
are wheat, barley, sugar beet and sugar cane. Imports of cereals comprised some 8.4% 
of the value of total imports in 2001/02; the sector's GDP increased by an estimated 
2.8% in 2000/01 and by about 4.7% in 2001/02 (Euro, p. 2163). 
Animal husbandry covers approximately 44 percent of the agricultural 
sector's value added including cows, sheep, goats, buffaloes, camels, horses, ewes 
and chickens. 
Forestry's sub sector comprises only 1.5 percent of the total value added of 
the agricultural sector, despite massive areas of forests in the North and West of the 
country. The fishing forms only about 0.1 percent of the agricultural sector's value 
added. (Iran Embassy, p. 36). 
Production of caviar (metric tons, year ending 20 March: 93 in 2000/01; 88 in 
2001/02; 68 in 2002/03) (Euro, p. 2166). 
6.3 Services: 
Exports of services value was 1797 million $ in 2000-01 and 2833 million $ 
in 2001-02 and 5156 million $ in 2002-03 also import of services value was 3127 
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million $ in the 2000-01 and 3586 million $ in 2001-02 and 7704 million $ in 2002-03 
(Euro, p. 2167). 
The services sector contributed an estimated 52.2% of GDP in 2001-02 and 
engaged 45.3% of the employed labour force in 1996 the sector's GDP increased by 
an estimated 4.6% in 2000/02 (WB.P. 187). 
6.4 Exports and Imports: 
Iran's trade indicated that exports value was 42450 and imports value was 
33700 million dollars in 2004 (World Development Report, 2006). 
Principal commodities was shown in the below Table. 
Table No. 1.35 Iran's Imports - 2001-02 
Imports e.i.f. (distribution by SITC)* 
Food and live animals 
Cereals and cereal preparations 
Crude materials (inedible) except fuels 
Animal and vegetable oils and fruits 
Vegetable oils and fats 
Chemicals 
Chemical elements and compounds 
Plastic, cellulose and artificial resins 
Basic manufactures 
Iron and steel 
Machinery and transport equipment 
Non-electric machinery 
Electrical machinery, apparatus, etc. 
Transport equipment 
Miscellaneous manufactured articles 
Total (incl. Others) 
US$m 
2,106 
1,472 
675 
388 
382 
2,384 
562 
579 
3,319 
1,895 
7,565 
4,051 
1,819 
1,696 
535 
17,626 
"Including registration fee, but excluding defense related imports. 
Table No. 1.36 - Iran's exports - 2001-02 
Exports f o.b. * 
Agricultural and traditional goods 
Carpets 
Fruit and nuts (fresh and dried) 
Pistachios 
Industrial manufactures 
Chemical products 
Iron and steel 
Hydrocarbons (gas) 
Total 
US$m 
1,603.2 
552.6 
666.2 
373.7 
2,543.4 
1,052.7 
278.1 
n.a. 
19,339 
•Excluding exports of petroleum and gas (US $ million) 19,339 in 
2001/02. (Source: Euro, p. 2169). 
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6.5 Currency and Exchange Rates: 
Average Exchange Rate (rials per US $) 
2001/02 1,753.56 
2002/03 6,907.00 
2003/04 8,193.89 (Euro, p. 2167). 
2006 9,150 (Iran government, 2006) 
•J 
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A. Aligarh Muslim University (AMU), Aligarh, India 
Table No. 2.1 AMU at a Glance 
Particulars 
M.Phil./Ph.D. 
Awarded 
Publications 
(Books & Articles) 
Conferences 
organized by tiie 
Departments of the 
University 
Research Projects 
Participation in 
Conferences/Semin 
ars and workshops 
Admissions 
Strength of students 
Strength of Staff 
University Finances 
2002-2003 
158 
980 
27 
122 
India 
Abroad 
500 
56 
7564 
25 states 
Indian 18426 
13 countries 
Foreign 
NRIs 
Teaching 
Non-teaching 
Income ('000) 
Expenditure 
COOO) 
154 
45 
1238 
5897 
Rs. 1,840,000 
Rs. 1,840,000 
2003-04 
198 
1296 (Books = 73, Articles = 
1223) 
70 
147 
India 
Abroad 
408 
119 
7274 
25 states 
Indian 19103 
17 countries 
Foreign 
NRIs 
Teaching 
Non-
teaching 
Income 
Expenditure 
175 
29 
1232 
5501 
Rs.1,874,337 
Rs. 1,874,337 
2004-05 
188 
1100 (Books = 
44, Articles = 
1056) 
51 
82 
512 
51 
7932 
25 states 
India 20547 
17 countries 
190 
58 
Teaching 1261 
Non- teaching 
5773 
Rs.1,947,019 
Rs. 1,947,019 
1. Short History 
The Aligarh Muslim University is one of the oldest, most renowned 
residential universities of India. It draws students, both boys and girls, from all 
corners of the country as well as from foreign countries, especially from West 
Asia, South East Asia, Africa and a few European countries. 
Sir Syed Ahmad Khan, a great visionary of his time, established the 
Muhammadan Anglo Oriental College (MAO College) in 1875 with the objective 
of furthering the cause of modern education, especially for the educationally 
backward Muslim community of India. The MAO College later grew into the 
Aligarh Muslim University in 1920. Having passed through many a vicissitudes, 
the Aligarh Muslim University is the most sought after place for those seeking 
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admission to any branch of higher education and learning. It is an institution which 
from its very inception kept its portals open to all communities, castes and creeds. 
It is a living symbol of composite culture of India, and a bulwark of its secular 
principles (Ahmad, N. 2002). 
Apart from Indians, students from different parts of the world come to 
Aligarh to receive their higher education and find its atmosphere congenial and 
cosmopolitan. Hardly any institution in India has so many students from so many 
countries on its rolls as Aligarh. In 1970 foreign students belonging to 29 
countries were on the roll of the university (Khaliq Ahmad Nizami, Secular 
Tradition at AMU 1991, AMU, p. 1). 
His anxiety to preserve the historical heritage of India found expression 
in his editions of Persian histories of medieval India and the atharus-Sanadid 
(Khaliq Ahmad Nizami, p. 4). 
Let us have a look at the statistics of the University from 1931 to 1950 -
20 years based on examination results (Nizami, p. 16). 
Table No. 2.2 Number of AMU's Employees in 1931-1949 
Year 
1931 
1932 
1933 
1934 
1935 
1936 
1937 
1938 
1939 
1940 
1941 
1942 
1943 
1944 
1945 
1946 
1947 
1948 
1949 
Muslim 
1004 
905 
929 
887 
852 
999 
1438 
1517 
1778 
2129 
2414 
2096 
2402 
3409 
2851 
2353 
1537 
1237 
2092 
Hindu 
80 
73 
93 
116 
129 
171 
207 
172 
193 
238 
213 
223 
290 
481 
334 
178 
162 
266 
663 
Christian 
1 
2 
4 
3 
5 
6 
8 
12 
18 
24 
18 
24 
28 
31 
14 
15 
18 
18 
77 
Parsi 
-
-
1 
-
1 
-
-
1 
-
-
-
-
-
-
1 
-
-
-
1 
Source: Nizami, 1991, p. 16. 
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The college started in 1875 consisted of 7 members. During the years 
1911-1912 the staff position of the M.A.O. College was as follows: 
College staff 
Christian 8 
Hindu 2 
Muslim 18 
In 1932-33 the position of non-Muslim staff was as follows: 
Christian 5 
Hindus 6 
Parsi 1 
In 1971-72 the position of non-Muslim staff was as follows: 
Teachers (1971-72) 
Muslim Non-Muslim Total 
Professors 46 13 59 
Readers 119 47 166 
Lecturers 318 116 434 
Astt. Lecturers 41 11 52 
Med. Registrars/ 44 23 67 
Demonstrators 
568 210 778 
The position of non-Muslim staff in 1990-91 was as follows: (Nizami, pp. 22-3) 
Professors 47 
Readers 65 
Lecturers 47 
If we look at the chart of AMU, Aligarh, it includes: Chancellor, Pro-Chancellor, 
Vice-Chancellor, Pro-Vice-Chancellor, University Court, Executive council, 
Academic Council, Finance Committee, non-teaching offices include: Finance 
office. Registrar's office, Controller's office and also teaching offices include: 
Academic level residential, disciplinary, etc. 
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2. AMU Organizational Structure: 
Figure No.2.1 AMU Organizational Structure 
Chancellor — University Court 
Academic Council 
i 
Finance 
Office 
I 
Finance 
Officer 
Deputy 
I 
Assistant 
I 
Section 
Officers 
Assistants 
i 
U.D.C. 
L.D.C. 
i 
Executive Council 
Finance Committee 
Pro-Chancellor 
I 
Vice-Chancellor 
I 
Pro-Vice-Chancellor 
T 
(Registrar's 
office) 
Registrar 
I 
Deputy 
I 
Assistant 
I 
Section 
Officers 
ssis A tants 
U.D.C. 
I 
L.D.C. 
I 
(Controller's 
office) 
Controller 
Deputy 
I 
Assistant 
I 
Section 
Officers 
I 
Assistants 
I 
U.D.C. 
I 
L.D.C. 
•^U.D.C. = Upper Division Clerk 
*L.D.C. = Lower Division Clerk 
T 
Dean 
I 
Chairman 
I 
Professor 
\ 
Reader/ Wardens 
Associate 
Professor 
I 
I 
Lecturer/ 
Asst. Prof 
T 
(Residential) (Discipline & 
Dean Students' Security/Law 
Welfare 
i 
Provosts 
(Halls of Resi. 
& NRSC) 
& Order 
I 
Proctor 
I 
Deputy 
Assistant 
-^ Principal of University Polytechnic 
->• Principal of Women's Polytechnic 
->• Principal of Women's College 
->• Principal of Schools 
- • Director of Study Centers 
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3. Employees of AMU Aligarh 
Employees of AMU include Academic staff - teaching and non-teaching, 
permanent and temporary and administrators and workers. Based on the 
department types, they are 7011 persons in total. The following table provides 
employees classification and characteristics of AMU: 
Table No. 2.3 Strength of Teaching staff at AMU 
Name of the 
Faculty/College/ unit 
Agricultural Sciences 
Arts-
Commerce 
Engg. & Tech. 
Law 
Life sciences 
Mgt. Studies and 
Research 
Medicine 
Science 
Social Sciences 
Theology 
Unani Medicine 
Women's College 
Interdisciplinary 
Biotechnology unit 
Total 
Professors 
04 
29 
06 
50 
04 
23 
03 
66 
37 
33 
-
09 
13 
-
277 
Readers, 
Selection grade 
Lecturers 
06 
40 
12 
80 
02 
18 
06 
61 
65 
60 
05 
12 
43 
01 
411 
Lecturers 
11 
62 
09 
149 
14 
21 
12 
84 
57 
63 
06 
14 
39 
03 
544 
Total 
21 
131 
27 
279 
20 
62 
21 
211 
159 
156 
11 
35 
95 
04 
1232 
Source: Registrar Office, AMU, 2005. 
Table No. 2.4 Strength of school teachers in AMU 
Principals 
05 
PG teachers 
156 
TG teachers 
76 
Primary teachers 
41 
Total 
278 
Source: Registrar Office, AMU, 2005. 
Table No. 2.5 Strength of non-teaching staff in AMU 
Category A 
170 
Category B 
220 
Category C 
2255 
Category D 
2855 
Total 
5501 
Total =7011 
Source: Registrar Office, AMU, 2005. 
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There were about 475 employees belonging to SC/ST category (Report 2004, p. 
252). 
4. Status of Faculties and Departments 
Aligarh Muslim University is essentially a residential University, with 
most of its over 28000 students staying in 69 hostels grouped under 16 halls of 
residence, including Non-Resident Students centre. Three Halls of Residence with 
an intake of over 3000 are earmarked for girl students. Since the days of Sir Syed, 
hostels in our university have contributed as much to the all-round personality 
development, moral and intellectual training of the students as the classrooms or 
the playgrounds. There is a pressing need for maintaining these hostels, especially 
in view of the ever-growing number of resident students. 
Another unique feature of the Aligarh Muslim University is its 
maintenance of a number of schools right from nursery to senior secondary level. 
Among the five high schools, the oldest of which was started in 1875, there are 
two for the girls and one for the visually challenged students. There are two senior 
secondary schools, one each for boys and girls. All these schools serve as feeder 
institutions for the University and, therefore, deserve greater attention for bringing 
them at par with the best schools of the country. 
University includes 12 faculties, comprising 91 departments of studies 
with all the major disciplines except pharmacy. It has a Medical College of 
national repute, a dental College and a Tibbiya College, with attached hospitals, a 
College of Engineering and Technology, a Polytechnic each for boys and girls, a 
Faculty of Agricultural Sciences and a well equipped Computer Centre, besides 
the central library named after Maulana Abul Kalam Azad. 
Dr. Shaikh Mohammad Abdullah, an activist in the domain of Women's 
education, launched a modest school for girls in 1906, which later grew over the 
years into Women's College. Women's College provides extensive instructional 
and residential facilities for girl students. A Career Planning Centre has also been 
established for counseling and career planning of women students with UGC's 
assistance. 
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Women's Polytechnic is running several diploma level courses in 
Electronics and Computer Engineering, Information Technology, Costume 
Designing, Secretarial Practices etc. These courses are a part of vocationalization 
scheme (Naset m Ahmad, 2004, p. 3). 
The Jniversity has a Grievance Redressal Cell for matters exclusively 
relating to th; women, apart from General Grievance Cell for looking into the 
complaints o.' staff and the students. 
It las a Coaching & Guidance Centre for training and grooming of 
students, especially for the weaker sections of the society, and for preparing them 
for varioui All India Services. The Placement Cell for the students of Engineering 
College 1 as been doing an excellent job. Over 200 students have been placed in 
various ;ompanies in two year's time. A number of prestigious companies are 
regularly coming to Al garh for campus selections. The University is now planning 
to pool the infrastructure and provide additional facilities under one umbrella to 
enable it to work in a more meaningful manner for placement of students. The 
Coach;ng & Guidance Centre and a few Departments of Studies also arranged 
coach ng of students for NET examination conducted by the UGC (Naseem 
Ahm;,d, p.4). 
The I'niversity Libra-y: The University library, with its around one million titles 
and iivaluable collections of oriental manuscripts, enjoys the pride of place 
(Nastjm Ahmad, p. 7). Maulana Azad Library, during the period under review, 
remained open throughout the year and continued to function for 18 hours a day 
i.e. 100 a.m. to 2.00 a.m., irrespective of Sundays and holidays except few 
holidays of national and religious importance. 
The library comprises five large and three small Reading Halls, having 
total seating capacity of 1,140 readers. Most of the time all seats remain occupied 
by liie students. 
Following are the details of various jobs performed by the various 
Divisions and Sections of the Library during the period 1.4.2003 to 31.3.2004. 
Acquisition Division: During the period from 1.4.2003 to 31.3.2004, the 
Acquisition Division accessioned 24,922 books (which is a record number of 
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acquisition in a year). For Central Library and Seminar Libraries of different 
department of studies of the University raising the collection from 10,02,886 as on 
31.3.2003 to 10,27,808 as on 31.3.2004 and the books of the different department 
of Seminar Libraries have been transferred. 
The Library subscribed 430 foreign and 625 Indian journals through 4 
leading subscription Agencies/Publishers, About 250 journals and newspapers 
were received as gratis. 
Free Online Access: 
Periodical Division had also started J-gate Facility provided by M/s 
Informatics (India) Ltd., Bangalore. This service includes more than 10,000 
journals and 600 e-journals (which are not available in print version) covering 
almost all the disciplines. The delay in the delivery of journals can be overcome 
through this facility. The password of J-gate for each month provided by M/s 
Informatics is sent regularly to each department for online access. 
Publication Division: 
• During the financial year 2003-2004 Twenty Three (23) new titles have been 
received by the Division for stock and sale, which have been put on sale 
along with the existing stock of books. 
• A number of titles from existing stock have been sold completely. 
• As usual, printing/publication and distribution of Muslim University Gazette 
is also being carried out by this Division effectively and regularly. 
Centre for Distance Education: 
The last two decades have witnessed a major revolution in the concept of 
education not only in India but also in the international scenario. Distance 
education has emerged as a viable mode of higher education, which through 
judicious use of technology can cater to large numbers with full cognizance of 
academic standards and excellence. In India, this mode of education was given 
impetus in the 1980s and after an initial period of experimentation has found 
acceptance as a preferred system of education. Together with open Universities, 
which were established to cater exclusively through this mode, conventional 
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universities also began to adopt the system. The Aligarh Muslim University is one 
such university. 
The Aligarh Muslim University, together with being a premier seat of 
higher learning of the country, is the embodiment of a movement initiated by its 
founder Sir Syed Ahmad Khan - a movement which provoked the Indian Muslim 
to build his identity in terms of excellence through modern education and 
inculcation of a scientific temper which would enable him to face challenges of 
changing times effectively and fearlessly. The Centre for Distance Education, 
A.M.U. is an expression of the very same commitment, indicative of the fact that 
challenges have to be met through strategies and methods in keeping with time. 
The relevance of distance education for the Aigiarh Muslim University is 
extremely great. It may be pointed out that in the 1981 Amendment Act; the 
university has been given a power which is not contained in the earlier Acts. 
Section 5(2)(c) of the 1981 Amendment Act has placed on the University the onus 
of responsibility "to promote especially the educational and cultural advancement 
of the Muslims of India". 
The situation created by the increased need as well as the increased 
demand for education, the alarming state of education amongst Muslims, 
highlighted by the 1986 Education Policy, the recommendations of the Shafi 
Committee with regard to provisions of 5(2)© of the A.M.U. Amendment Act 
1981, provoked serious deliberations in the academic community of the 
University. 
The Academic Council, in its meeting held on 23.02.1989 (item no. 14) 
considered the proceedings of a Committee which had been appointed by the Vice-
Chancellor in respect of the establishment of a Centre for Distance Education, 
along with the proposed addition of Chapter XXXI to the Ordinances (Executive) 
for creating the Board of Management of the proposed Centre. After considerable 
deliberation, the council accepted the recommendations made by the Committee. 
The recommendations of the Academic Council for the establishment of the Centre 
for Distance Education as well as addition of Chapter XXXI to the Ordinances 
(Executive) were approved by the Vice-Chancellor on behalf of the Executive 
Council. 
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In the VIII as well as IX Plan, the university asked for requisite funds 
from U.G.C. for active functioning of the Centre. During this period it v/as not 
clear who would be funding distance education - U.G.C. or IGNOU, therefore in 
this situation of ambiguity no financial grant was forthcoming. However, the 
University received some funds under CULEAM (CEPECAMI) of which a 
particular amount was earmarked for distance education programme at school 
level. The Centre for Distance Education was asked to start Senior Secondary 
School programme in the distance mode. The Centre undertook this work and 
study material for 10+2 was prepared in distance mode (Urdu medium) in three 
optional subjects (History, Political Science, Urdu) and four compulsory subjects 
(Compulsory English for Class XI, Compulsory English for Class XII, Theology, 
and Elementary Hindi). About 380 students have benefited from this programme 
but again financial constraints have imposed limitations. 
Highlights of period April 2003 - March 2004: 
From the time of establishment, the Centre for Distance Education 
functioned under serious financial constraints, as seed money to launch the 
programme in a viable manner was not available. However in January 2001, the 
Distance Education Council, in consonance with a policy to encourage 
conventional universities to adopt distance education, invited proposals for 
financial support from Distance Education Centers of conventional universities. A 
proposal was sent by our Centre and a grant of Rs. 40 lakhs was received for 
preparation of study materials, library facilities, computerization and Gyan 
Darshan down links facilities. The Centre has, therefore, prepared study materials 
for B.A. Honors course, for which admissions will be held for academic session 
2004-2005. Post Graduate Diploma in Journalism and Mass Communication will 
also be announced in 2004-2005 session and Bachelor in Education is likely to be 
launched in 2005. A further grant of Rs. 5 lakhs as first installment of lO"" Plan 
Grant has been received from Distance Education Council, which will contribute 
to further strengthening of the Centre. 
The 10+2 programme already run by the Centre has also been expanded 
to make available to the students more optional subjects, namely Economics and 
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Islamic Studies. All materials have been updated and now made available in both 
Urdu and Hindi medium (Annual Report, 2004, p 240). 
Residential Facilities: 
Being a residential university the majority of AMU's students live in 
hostels. There are fifteen Halls of Residence. All the inmates of hall are required 
to dine in the attached dining hall, unless exempted by the Provost on reasonable 
grounds. A student may be permitted by the Provost to join a recognized private 
mess in his/her Hall (AMU Bulletin, 2005-06, p.l). 
5. Academic Programmes 
Examinations and admissions were completed as per the fixed and pre-
announced schedule, adherence to total transparency and objectivity in admissions 
has been widely appreciated in connection with the admission of over 7500 new 
students, including admissions through All India tests for various professional 
courses, were smoothly completed by July 2003. 
As regards the policy of admissions in November 2003, the University 
Grants Commission and the Ministry of Human Resource Development asked the 
University to join combined admission tests for various professional courses. The 
Academic Council of the University at its meeting held on 1^ ' December, 2003 and 
the Executive Council at its meting held on 18 March, 2004 resolved not to join 
this arrangement inter alia on the ground that it was against the provisions of the 
Aligarh Muslim University Act. Accordingly, and as in the past, the University is 
holding entrance tests on All India basis and without any domicile restrictions. 
Examination Reforms have been taken as a continuous process. To ensure 
total elimination of any possibility of impostering, finger prints were taken at the 
time of admission tests which were matched with the finger prints taken later at 
the time of first semester examination. Attendance requirements have been strictly 
observed and no relaxation has been allowed. The University community is now 
fully geared to examination schedule which is already in progress. 
Syllabi upgrading is essential for attaining academic excellence. UGC 
Model Syllabus has been followed in almost all the faculties in the University. 
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Major concern behind this exercise is to keep pace with the requirements of the 
market and ensure jobs for students. 
The University has seven centers under UGC's special assistance 
programme in the departments of Arabic, Geology, Mathematics, Urdu, Physics, 
History and Biochemistry. The Department of History has also the status of a 
Centre of Advanced Studies. Some of the above departments have programmes 
approved by the UGC's Committee on Strengthening of Infrastructure of Science 
& Technology (COSIST). The Department of Biochemistry, in the Faculty of Life 
Sciences, had been given Departmental Research Support (DRS) status last year 
for five years in view of the quality work done by its teachers and research 
scholars in the recent past. In February/March this year UGC Review Committees 
visited the University to assess the work done under DRS in the Departments of 
Geography, Mathematics and Physics and to consider further continuance of the 
scheme. The Interdisciplinary Biotechnology Unit offers good facilities for 
working in the area of protein and enzyme technology, immunology and molecular 
biology. It has an excellent track record with majority of its students qualifying 
NET, GATE and other national examinations conducted by various prestigious 
agencies. The UGC has also agreed to sanction a new course for M.Tech in 
Petroleum and Gas Processing under the scheme of newly emerging areas. 
As decided by the Academic Council and the Executive Council, the 
University has approached the National Accreditation Council, Bangalore for 
accreditation and it is expected that the required inspection will be carried out 
soon by the Council. 
In line with the IX Plan guidelines for quality research, University 
encouraged teachers to submit research proposals to the funding agencies. Those 
over 122 such projects have been approved by the aforesaid funding agencies. 
Around hundred teachers were also sanctioned small grants for taking up 
individual research projects out of the non-plan budget. 
Between April 2003 and 31' ' March 2004 the University awarded 124 
Ph.D. degrees in a wide range of disciplines. Lack of resource has, however, been 
the main impediment in pursuing various research programmes. It is high time to 
explore new avenues of sponsoring research studies. Equally important is the 
quality control over research work (Nasem Ahmad, 2004, p. 6-7). 
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During the current academic session the University organized 27 
international and national conferences and seminars and seven extension lectures. 
Around 64 teachers attended international seminars and conferences abroad and 
378 teachers attended various such programmes within the country and presented 
papers. Faculty members published around 1,000 books, papers and articles at both 
national and international levels. A number of teachers (105) have been sanctioned 
grant this year for publications. Several research journals were also published by 
the departments as part of their regular publishing programme. Periodicals like 
Fikr-o-Nazar and Tehzibul Akhlaq, which was originally started by Sir Syed 
Ahmad Khan, were published during the year as per the approved periodicity. 
Table No. 2.6 New Courses in AMU 2004 
S.No. 
1 
2 
3. 
4. 
5. 
Name of the Course 
Diploma in Refrigeration Air Conditioning 
Diploma in Engg. Interior Design 
Advance Diploma in Multimedia System Management & 
Applications (for Girls) 
Master of Museum Studies (M.Sc.) M.Sc. Musicology 
Pre-M.F.A. Bridge course 
Duration 
3 years 
3 years 
3 semesters 
4 semesters 
1 year 
Source: annual report -2004 
6. Strength of Students 
Table No. 2.7 Faculty-wise Strength of Students in AMU 
S.No. 
01. 
02. 
03. 
04. 
05. 
06. 
07. 
08. 
09. 
10. 
11. 
12. 
13. 
14. 
15. 
Name of the Faculty 
Agricultural Sciences 
Arts 
Commerce 
Engineering & Technology 
Law 
Life Sciences 
Management Studies & Research 
Medicine 
Science 
Social Sciences 
Theology 
Unani Medicine 
Centre for Professional Courses 
Interdisciplinary Biotechnology Unit 
Sr. Secondary School 
Total 
Boys 
0071 
1258 
0801 
2769 
0346 
0450 
0188 
0742 
2236 
1608 
0062 
0538 
0283 
0029 
1731 
13112 
Girls 
0041 
1010 
0040 
0466 
0139 
0395 
0047 
0503 
0973 
1495 
0013 
0227 
0221 
0009 
1002 
6591 
Resident 
Students 
00112 
02268 
00841 
3235 
0485 
0845 
00235 
01245 
3209 
3103 
00075 
00765 
00504 
00038 
2733 
19703 
Source: Annual Report, 2004, p. 143. 
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More than two hundred students are presently enrolled in different 
courses there are a number of SC/ST candidates living in different hostels (Report 
2004, p. 252). 
Following are the related information about the strength of students in different 
categories: 
Strength of Resident Students 
Strength of Non-Resident Students 
Total 
Centre of Professional Courses 
B.E. (Evening) courses 
Strength Total 
9,765 (Girls =2730; Boys = 7035) 
10,063 (Girls= 4663; Boys=5400) 
19,828 
353 
353 
20,534 
The strength of M.Phil/Ph.D. students = 959 (Annual Report, 2004) 
Table No. 2.8 Strength of foreign Students in AMU 
Male 
173 
Female 
31 
Graduate 
102 
Post 
Graduate 
38 
Research 
Scholars 
64 
Total 
204 
Source: Annual Report 2004, p. 256. 
7. International Collaboration 
Alumni are doing a commendable job of carrying the message of founder 
to all corners of the globe and in enhancing the glory of their alma mater. Quite a 
few of them have also extended financial help to the University, both individually 
and collectively, particularly for institution of scholarships. Old boys are currently 
extending a helping hand at a number of places in the country in the pulse polio 
campaign. The useful role of the University in the pulse polio campaign has been 
greatly appreciated by the Rotary International, World Health Organization and 
UNICEF. The UNICEF has also entered into an agreement with the University to 
undertake identified projects for eradication of polio and have also provided 
financial assistance of Rs. 18.17 lakh. N.S.S. volunteers are also helping in this 
humanitarian cause (Ahmad, N, p. 4). 
8. Sources of Funding and Expenditure 
The University is mainly financed by grants received from the University 
Grants Commission, Government of India, State Government and fees realized 
from students. The donations are also received and are utilized for specific 
purposes. The University receives grants from University Grants Commission 
under two major allocations viz. Non-Plan and Plan, besides earmarked funds for 
scholarships and endowments etc. from Government, other agencies and 
individuals. 
Non-Plan Budget: 
The assistance provided by the University Grants Commission is termed 
as maintenance grant. The amount of maintenance grant is worked out by 
computing the likely estimated expenditure, as considered by the Finance 
Committee and approved by the Executive Council of the University and further 
betted by the University Grants Commission after deducting from it the estimated 
income to be generated by way of fee, rent etc. from internal resources. 
The figure of Budget Estimates and Revised Estimates for the year 2003-2004 
Non-Plan were as under: 
Table No. 2.9 Budget Estimates and Revised Estimates - 2003-04 Non-Plan 
Income in AMU 
S.No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
Receipt: Head 
Income from interest on 
investment 
Income from fee 
Income from other sources 
State Government grants 
Electricity Supply services 
J.N. Medical College 
Hospital 
Total 
Maintenance Grant from 
U.G.C. 
Grand Total 
Budget 
estimates for 
2003-04 
(As approved 
by F.C.) 
220.00 
516.00 
150.00 
2.62 
80.38 
6.00 
975.00 
18,425.00 
91,400.00 
Revised 
estimates for 
2003-04 
(As approved 
by Executive 
Council) 
220.00 
516.00 
150.00 
2.62 
80.38 
6.00 
975.00 
17,768.37 
18,743.37 
Revised 
estimates for 
2003-04 
(As approved 
by U.G.C.) 
220.00 
516.00 
150.00 
2.62 
80.38 
6.00 
975.00 
17,263.79 
18,238.79 
Source: Annual Report, 2004 
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The break-up of non-plan expenditure which covers expenditure of non-recurring 
nature under major heads during the year 2003-2004 was as under: 
Table No. 2.10 Budget Estimates and Revised Estimates - 2003-04 Non-plan 
Expenditure in AMU 
Head Expenditure 
Salaries & Allowances 
P.F. & Pension 
Other charges 
New Items 
Total 
Budget 
estimates for 
2003-04 
(As approved 
byF.C.) 
13,147.47 
3,018.13 
3,234.40 
19,400.00 
Revised estimates 
for 2003-04 
(As approved by 
Executive Council) 
12,442.65 
3,018.13 
3,250.09 
32.50 
18,743.37 
Revised 
estimates for 
2003-04 
(As approved by 
U.G.C.) 
12,232.00 
2,806.20 
3,080.59 
120.00 
18,238.79 
Source: Annual Report, 2004 
The University's development programmes are financed by the 
University Grants Commission by means of Plan grant. At the beginning of each 
five year plan the University Grants Commission indicates to the University the 
sum likely to be made available during the quinquennium and the University is 
asked to submit development proposals within the allocation as indicated. During 
the year under review the figures of receipt and expenditure under X Plan are as 
under: 
Table N. 2.11 Receipt and Expenditure under X Plan in AMU (2004) 
Faculties Other than 
Engg. & Medicine 
Faculty of Medicine 
Faculty of Engg. 
Total 
XPlan 
Allocation 
1430.15 
1068.35 
518.00 
3016.50 
Grant 
received 
515.22 
524.00 
167.38 
1206.60 
Grant 
utilized 
150.75 
315.34 
107.77 
573.86 
Balance 
364.47 Cr. 
208.16 Cr. 
59.61 Cr. 
632.74 Cr. 
Source: Annual Report, 2004, p. 268 
Earmarked (Special) Fund and Debt Deposits and Advances: 
The special grant given by the Government of India, Government of U.P. 
/UGC. Individual and various other agencies have been exhibited as Earmarked 
Special Fund in the accounts of the University. The loans, advances and deposits 
are accounted for separately. 
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Table No. 2.12 Non-Plan Budget in AMU (2004-05) 
Receipt 
Grand total : 
Expenditure ; 
Salaries & Allowances 
P.F. and Pension 
Other charges 
New items 
Total 
Budget estimates 
19,980.45 
13,359.95 
3,120.00 
-
3,500.50 
19,980.45 
Revised estimates 
19,470.19 
12,965.69 
2,900.00 
3,497.00 
107.50 
19,470.19 
Revised estimates 
19,141.89 
13,065.34 
2,935.00 
-
-
19,141.89 
Source: Annual report -2005 
Table No. 2.13 Receipt and Expenditure under X Plan in AMU (2005) 
• - . . f. . . . . . 
Total 
XPlan 
allocation 
3,016.50 
Grant received 
1,508.25 
Grant utilized 
1,110.30 
Balance 
397.95 Cr. 
Source: Annual Report, 2005. 
9. Major Issues 
The University is faced with the serious problem of power cuts. 
University has provided a piece of land measuring 2000 sq.mtrs to the U.P. Power 
Corporation for putting up a new power sub-station for providing uninterrupted 
power supply to the University campus. An M.O.U. has already been signed and 
the construction work is in progress. To tide over the problem of frequent power 
cuts we have provided in each Hall a diesel generator and submersible pump for 
emergency use. 
The new buildings for the Faculty of Law and the Department of Wildlife 
have been completed in the satellite campus and have been made operational from 
this academic session. One hostel for girls has already been approved in 
collaboration with the ICAR. The UGC has also sanctioned Rs. 150 lakh for 
construction of one more boys' hostel. Construction work of these hostels is 
progressing at a fast pace. UAE based alumni have also promised to construct a 
hostel for girls and the first installment of Rs. 24 lakh has already been received 
from them. 
In terms of its capacity the University is bursting at the seams. University 
is faced with the acute problem of limited resources while the number of 
University students has been rising consistently. Without adequate infrastructure, 
effective teaching cannot be carried out. As a viable option, the University thought 
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of introducing a non-formal system of education. As an experiment, distance 
education programme for the higher secondary level was introduced during the 
period under report. The Distance Education Council of IGNOU has provided a 
grant of Rs. 40 lakhs for introducing certain courses in distance mode. Our Centre 
for Distance Education has identified a number of such courses and the work of 
preparing lesson units has already been initiated on a large scale. An additional 
grant of Rs. 10 lakh has been sanctioned this year also. 
University has drawn up a massive programme of repairs and renovation 
of old buildings, costing Rs. 36 crores. During the last three years provided 
amounts ranging between Rs. 1 to 2 crores for this purpose. We have again 
approached the UGC to enhance this allocation. This year, the University is 
planning to spend Rs. 100 lakh on improvement of the University roads for giving 
the much needed facelift to the campus. 
Other issues: 
Renovation/Restoration of Halls: 
Though the Government is providing financial support, there are certain 
areas where owing to various constraints the Govt, assistance is not possible or 
cannot be easily procured. It is in this context that voluntary financial support 
would be a great help in efforts to preserve, protect and promote the unique 
character of this institution. 
The changing pattern of government funding of higher education also 
calls for public support as it has been felt as a concomitant premise of present day 
University funding system that no society determined to fight poverty and social 
inequality can exempt the affluent sections of the society from contributing 
generously towards the cost of maintenance and future expansion. 
Heritage Buildings: 
Another project which has been identified is the maintenance of a number 
of heritage buildings in the University campus. 
Much of the history of the University is associated with these beautiful 
buildings. Their architecture has come to be associated with the Aligarh Style. 
Their age necessitates special consideration and care. This care has often been 
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lacking in the recent past on account of the fact that some of the centers of 
teaching facilities of the University have been shifted away to other newly added 
buildings. As a result, these buildings are in need of special attention and care 
(Construction of New Hall, Naseem Ahmad, 2003). 
10. Plan for Future 
Promotion of higher education in terms of quality, access, diversity and 
funding and the key elements of globalization, including the growing importance 
of the knowledge economy, development of new trade agreements, which cover 
trade in educational services and emphasis on the role of the market and the 
market economy have been the catalysts for creating new waves of development in 
higher education. The world is changing fast and only those with knowledge and 
talent will be able to face the new world order. A re-orientation of higher 
education is essential for the whole society to be able to face the new challenges, 
to ensure its intellectual independence and to educate and train responsible, 
enlightened citizens without whom no nation can progress economically, socially, 
culturally or politically. Though the world as a whole is passing through a 
'knowledge revolution', the four key principles of quality, access, equity and 
accountability should continue to be the guiding principles while planning for 
higher education. 
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B. .Payam-E-Noor University, Iran 
PNU at a glance: 
Established 1971 
Strength of employees 3564 (589 teachers, 2975 non-teaching) (2005) 
Number of courses More than 59 on three levels (2004) 
Number of Centers/units 130 Centers and 98 units (2004) 
Attendance system Part time 
Admission (2005) 46619 students 
Strength of student 43, 9000 (2005) 
The budget of PNU in US$ Total = 135,975,600 (2000) 
Current budget = 125,569,886 
Development Budget = 10,905,714 
The unit cost per student 148$ 
Financial resources 27% governmental, 73% non governmental 
Tuition fee at PNU (in US $): 
Fixed tuition - 69, Practical course - 69, Theoretical course = 7 
Publication (2004) Books = 1200 
(2002) (2003) 
Articles = Internal =18 17 
External= 19 20 
Research Project (2004) Implementing = 48 Completing = 50 
1. Short History of PNU 
In the late sixties, the experts of this institute carried out a comprehensive 
study to consider the feasibility of creating a distance education system in the hope 
of providing new services for under qualified and unqualified teachers and other 
government employees working in deprived or geographically isolated areas. After 
two years, various needs were identified, priorities were assessed and the material 
and human resources were considered. As planning proceeded it was decided to 
create a new correspondence faculty at Aburaihan Birooni University (ABU). As a 
result of these deliberations, the first Iranian correspondence faculty began its 
operation in 1971 at the ABU Campus in order to improve the qualification and 
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efficiency of young staff who work in rural areas or remote urban areas and 
provide higher educational opportunities for people who were unable to further 
their studies at conventional universities (Prospectus of ABU, 1972). 
In the early seventies, the Institute for Research and Planning in Science 
and Education, which was partly impressed by the achievements of the 
correspondence Faculty at ABU, and partly interested in innovative educational 
schemes abroad, arranged some visits to Europe to draw up a report on the 
potential advantages of an autonomous distance education institution. The results 
were satisfactory. In 1972, the overall planning strategy for the establishment of 
the Free University of Iran (FUI) was devised, and then preliminary planning, 
including preparations for the supply of study materials, necessary forecasts for 
the provision of specialist staff, together with the rectification of instructional 
shortages with the use of audio and visual technology, and development of 
necessary systems, all led to the admission of the first group of about 1,400 
students in February 1977. The Teacher Training Programme was given priority 
followed by The Public Health. As a whole 700 students in the teacher Training 
and 700 students in the Public Health. Health area started these programmes at its 
14 local study centers. 
The FUI was designed to address the most critical needs, such as ever-
increasing demand for higher education while holding the costs to society within 
acceptable bounds, the need to accommodate a demand for higher education no 
longer limited to specific socio-economic and age groupings, and the need to 
provide highly skilled manpower in areas critical to national integration and 
development. 
It was, therefore, the intention of the FUI to provide the vehicle whereby 
as many Iranians as possible might seek and acquire the further education they 
desired, irrespective of their sex, age, creed, profession, social status, or place of 
residence and with minimal disruption of their daily activities and responsibilities 
(Zohoor and Ali Mohammadi, p. 464-5). 
The universities played a considerable role in the triumph of the Islamic 
revolution. Most of the revolutionary groups, including the clergy, had their bases 
at the universities. It has been noticed (Zohoor, 1991) that the Supreme Council of 
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Cultural Revolution (SCCR) was established in 1980 to adapt the structure of the 
existing universities and institutions, and to develop new curricula particularly in 
social and human sciences based on the cultural and social needs of the country 
and specially based on Islamic values. It assigned specific tasks to the planners of 
the High Council of Planning. Consultants, and other experts, were invited to 
participate in considering the written submissions. Academic staff members of the 
state universities were appointed to consider, review, revise or replace old courses 
in various fields with new ones. Certain courses on religious studies, ideology and 
philosophy of Islam and other religions were included in all programmes as 
compulsory for all students. As a result of these deliberations, some private higher 
educational institutions, which were already nationalized, were merged with state 
universities and colleges. One of these new settings was Allameh Tabatabaee 
University, which was established by the integration of the FUI and ABU along 
with eight other higher educational institutions. Unfortunately a considerable 
number of the students of FUI and ABU could not finish their education because 
of their special circumstances of being bound up with the distance learning 
system. Limited capacities in conventional universities to absorb the number of 
secondary school graduates and limited financial resources were some of the 
factors that led the SCCR to rethink a proposal for the establishment of a new 
distance education university viz., Payame Noor University. 
2. Organizational Structure 
The Payame Noor University was established in 1986 with the following 
Mandate: 
• Cooperating for the popularization of higher education and promoting the 
scientific and cultural levels of the society. 
• Reducing the constraints and providing opportunities for continuing 
education at the tertiary level. 
• Providing the basis for the use of potential opportunities that have been 
ignored in conventional education systems. 
• Providing a part of society's skilled forces. 
• Facilitating the expansion of knowledge boundaries and creation of 
science. 
• Collaborating on resolving social issues. 
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The University is a legal body under the Ministry of Science, Research and 
Technology (MSRT) and in view of administration and financial rules would be 
run in accordance with especial regulations, which will be approved by the Board 
of Trustees. The main bodies of the university are Board of Trustees, President of 
the University, Council of the University and Educational Departments. 
At the initial stage of the operation of the university, there was no clear 
organizational structure. Therefore, the design of the organization of PNU needed 
to be deliberately considered. The unique feature of the university, as the only 
distance education institution in the country, called for a background study of the 
system, data collection, identification of demands, and organizational needs 
followed by the implementation of a tentative organizational structure. This was 
carried out by the Organization Committee comprising the organizational experts 
and counselors of PNU. The committee arranged numerous meetings with the 
administrators and authorities of the university and its regional centers. At the 
same time, a comparative study was conducted between the organizational 
structure of conventional and distance education systems. The result of these 
activities was the design of the Master Organizational Chart, and the Book of 
Organizational Positions for PNU, which were submitted to the Organization of 
Administrative Affairs and Employment (OAAE) for final approval. OAAE, in 
turn, made the necessary adjustments and adaptations so that everything would fit 
and conform to the national regulations, and organization standards for public 
institutions. This process took OAAE almost a year during which the Organization 
Committee of PNU was regularly invited by OAAE to elaborate the problematic 
areas or to justify the various issues. 
Finally, the master organization chart and the detailed organizational 
bodies of PNU were approved by OAAE in 1992. Now PNU, as a governmental 
university, operates under the MSRT and, as already mentioned, has three main 
bodies at the policy making level: the Board of Trustees, the Council of the 
University, and the President of the University. The President, who is also a 
member of the Board of Trustees, is nominated by the Minister of MSRT approved 
by the Supreme Council of Cultural Revolution, and appointed by the 
aforementioned minister. The President has five vice-presidents namely for 
Academic Affairs, Administration and Financial Affairs, Student Affair, Research 
and evaluating and controlling planning. (Zohoor, p. 467) 
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Figure No. 2.2 PNU Organizational Chart 
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3. Strength of Employees 
The total number of employees is 3564 that includes 589 teachers and 
2975 non-teaching members. The following tables present the details statistics of 
employees: 
Table No 2.14 Strength of PNU Employees 
Qualification 
Ph.D. 
Post graduate 
Graduate 
Intermediate 
High School 
Under High School 
Total 
Male 
137 
333 
22 
-
-
-
492 
Teaching 
Female 
28 
66 
3 
-
-
-
97 
Total 
165 
399 
25 
-
-
589 
^ 
Male 
2 
100 
781 
127 
545 
517 
2072 
on-teaching 
Female 
-
48 
588 
52 
202 
13 
903 
Total 
2 
148 
1369 
179 
747 
530 
2975 
Grand 
Total 
167 
557 
1394 
179 
747 
530 
3564 
Source: Registrar Office, PNU 
Table No. 2.15 Strength of PNU teaching staff in terms of job status 
Designation 
Professor 
Reader 
Lecturer 
Total 
Permanent 
Male 
4 
83 
261 
348 
Female 
-
18 
57 
75 
Temporary 
Male 
-
50 
94 
144 
Female 
-
10 
12 
22 
Sex 
Male 
4 
133 
355 
492 
Female 
-
28 
69 
97 
Total 
4 
161 
424 
589 
Source: Registrar Office, PNU 
Table No. 2.16 Strength of PNU teaching staff in terms of job status 
Permanent 
Male 
789 
Female 
359 
Temporary 
Male 
684 
Female 
297 
Any other 
Male 
599 
Female 
247 
Sex 
Male 
2072 
Female 
903 
Total 
2975 
Source: Registrar Office, PNU 
Staff Development: 
Both academic and supportive staff is recruited in line with national 
regulations for staff recruitment. The process of recruitment of academic staff is 
more complex than in the case of supportive staff. First of all, applicants must fill 
in the university's application form and send it to the university along with their 
curriculum vitae, and then they are invited for an interview by the appropriate 
department. The selected people are introduced to the recruitment committee of 
MSRT. This committee makes the final decision and informs the result to the 
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university. Because of the shortage of qualified applicants, there is serious 
competition among the universities for recruitment. MSRT, therefore, allocations a 
share for each university annually. This differs slightly for PNU, because the 
group tutorials and face-to-face classes are held at weekends and national 
holidays. The academic staffs of conventional universities which are situated in 
each region are, therefore, able to co-operate with the local centers. 
Since most of the new academic staff members are not familiar with 
distance education system each department arranges one or two induction sessions 
for them before they start their work. They also arrange some occasional seminars 
for academic staff in each programme for exchanging personal experience and 
solving the more common problems. One example is the monthly session under 
the name of 'familiarization with distance education' for all staff in the 
headquarters (Zohoor, p. 475-5). 
4. Status of Faculties and Departments 
PNU has 10 regional and 130 local centers and 126 units and overseas 
center in the whole country. It has two faculties in the fields of basic sciences and 
humanities (Arts) including more than 59 courses and also the university has one 
Research centre. 
The University Library and Publication: The University library has around 
100,000 titles and its own publication division. During the year 2004 it has got 
published 1200 programmes production of education by the Media Administration. 
In 2002 there have been 70 Audio Cassette, 4 sound cassette and 15 CD and four 
internet product. 
Information regarding land and building: 
The University has land measuring 14,481,100 sq.mtrs and building 
measuring 758397 sq.mtrs and building under establishment measuring 389,118 
sq.mtrs and teachers' houses and sport building measuring 36,695 sq.mtrs. 
Research and Workshop: 
The University held five workshops and also encouraged teachers to 
submit research proposals out of which over 98 such projects have been approved 
(98 implementing project and 50 completed research projects) in 2004. 
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The number of published Articles has been over 37 by 2002 (18 internal, 
19 external) and 37 by 2003 (17 internal, 20 external). 
5. Academic Programmes 
The University offers academic programmes which are presented in the , 
fields of Basic Sciences and Humanities. Those are 59 degree programmes 
including accountancy, applied physics, biology, business administration, 
chemistry, computer engineering (software), education, English language 
translation. English literature and language, economics, handicraft, computer 
science, Hadis and Quran Sciences, agricultural economic, hotel and tourist 
management, environment hygienic, industrial management, general psychology, 
geography, geology, Islamic theology, law, mathematics; Persian literature and 
language, physical education, public administration, social sciences and statistics 
at bachelor's degree level and library sciences and primary education at the level 
of associate degree programmes. There are 14 programmes at the masters degree 
level that include : Persian literature and language education, biology (genderic, 
plannery, pure chemistry, physics, pure and applied mathematics, English, public 
linguistic and public administration, geography, social sciences, Islamic 
Philosophy and Kalam and Ph.D. degree programmes include : Persian literature 
and language international law. High Education Planning in distance mode. The 
academic programmes are offered on four levels viz., Formal Degree, General 
Degree, External Degree and Non-Degree programmes. 
Formal Degree Programmes: 
These programmes are offered to those who pass the National University 
Entrance Examination held annually by the National Educational Assessment 
Organization (NEAO). The period of study for these students is seven to twenty 
semesters depending upon their progress and pace of studies. Each academic year 
in Iran includes two semesters (Autumn and Spring) with a total of eighteen weeks 
(sixteen to seventeen teaching weeks and one or two-examination week(s)). A 
credit system is used based on one credit for every eighteen hours of teaching and 
examinations per semester. This system actually, is used for all other types of 
programmes. A total of 132-141 credit units are required for a Bachelor Degree. 
The degree is equal to those awarded by conventional universities. If the graduates 
86 
are in employment, they are assigned a new job in their original place of work to 
suit both their newly acquired specialty and the needs of the unit. Unemployed 
students will find a suitable job according to their new academic qualifications. A 
considerable number of these kinds of graduates become secondary school 
teachers. When they are assigned a new job, they will be treated and paid as equal 
to conventional university graduates (Zohoor and Alimohammad, p. 467-468). 
General Degree Programmes: 
According to the Prospectus (2000) of the university, these programmes 
were first launched in early 1994 in four fields of study including mathematics, 
biology, Persian literature and language and education at Bachelor Degree level. 
These are the most flexible programmes ever offered by a university in Iran. 
Applicants are required to be secondary school graduates with an acceptable grade 
point average (GPA) in their written examination, which is specified by PNU 
annually. One important change in admission policy is that applicants no longer 
need to be employed at PNU, which is considered to be the first in the history of 
Iranian higher education. The admitted students will study conditionally for one 
semester. If they succeed in the final examination of the first semester, they will 
be able to continue their studies; otherwise they will be withdrawn. 
The study centers dispatch the relevant study materials to students who 
must study independently and are entirely responsible for their studies. Unlike the 
formal programmes, group tutorials are not included in these programmes but 
students can borrow audio and videocassettes from the study centers. They will be 
charged if they wish to attend such classes. Every student can take five to twenty 
credit units in each semester at the end of which a supervised examination is 
arranged. They should, in fact, join their peers in the other programmes for the 
same examinations. The minimum passing score is 10 (50%). However, the 
average of all scores at each semester should not be less than 12 (60%). The 
maximum period of completion of this programme is 10 years. These students 
have to pay for the services, which they receive. 
External Degree Programmes: 
The Center of External Degree Programmes is planning to offer different 
degree programmes of the PNU for Iranian people residing abroad as well as 
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people of other nationalities. These programmes are correspondence courses, 
which heavily rely on textbooks. The language of instruction is Persian. 
The Division of Persian Language and Literature, which is under the 
Center, initiated its activities in 1990. It aims at promoting and disseminating 
Iranian culture throughout the world by launching programmes leading to 
bachelors, masters and doctoral degree. There are 38 students from 21 countries 
registered at these degree programmes. 
Non-Degree Programme: 
This programme is the only open one in the PNU. It offers a lifelong 
education to provide a learning opportunity at tertiary level for all adults after 
basic education. The aim of this programme is described as to 'to achieve an 
integrated and coherent nation, enhancing the level of education, helping people to 
build a better society and improve the quality of life'. Everybody who can read 
and write is able to enter this programme, and choose any courses they like from 
among hundreds of courses, which are offered through the other programmes in 
PNU. These students can select one or two course(s) during one semester and have 
to pay all costs as much as equivalent programmes' stiidents do. They use the 
same facilities as other students, and sit for the same examinations. Non-degree 
students receive an attendance certificate (Zohoor, p. 469). 
Instructional System adopted for Course Development and Delivery: 
The major component of instruction is printed materials representing 
more than 90% of the instructional package. Personal and group tutorial sessions, 
audio and videocassettes, laboratories and experimental kits for some science 
programmes are also available. Each of these components is discussed below. 
Printed study materials: Printed study materials are divided into three types: 
self-instruction texts, reference books and study guides. Reference books are 
usually recommended by tutors as a supplementary source and are available in 
bookshops. Study guides are compiled by the PNU's experts for each programme 
of study. Printed self-instruction texts are major instruction components and the 
most suitable core around which other media are designed at PNU. These 
materials are required to be developed according to the national curriculum for 
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every discipline and national syllabi for every course of higher education keeping 
in view the background of the academics and their conservative tendency towards 
traditional pedagogy the University usually arranges some orientation meetings for 
academics. A special guidebook entitled 'How to Write Self study Texts' has also 
been published by The University for the purpose. 
Although the development of course materials has a short history, there is 
an increasing tendency among the professors of conventional universities to 
cooperate, particularly their highly qualified professors for writing, editing and 
evaluating its self-study texts. This can be viewed as a major contribution of the 
PNU to the Iranian academic and higher education community. Publishing 
hundreds of books and articles would never have been possible if PNU had not 
existed. PNU has raised the rate of payment for writing or editing to a high level in 
order to develop quality texts. 
Development of Self-Study Materials: 
Self-study materials are developed by course teams of various 
departments and delivered to the Bureau of Preparing and Compiling Study 
Materials. Two chapters of the first draft of course material are prepared by one or 
better known specialist(s) in the related field. This draft is assessed by the 
university. If it is acceptable the writer(s) will be invited to join the pertinent 
course team which includes an educational technologist, editor, illustrator, and if 
necessary, designer of laboratory activities. The educational technologist co-
operates closely with the course writer(s) in clarifying the objectives, methods of 
delivery for independent study and choosing the appropriate audio-visual aids. The 
illustrator, in turn, furnishes the text with the drawings, graphical designs and 
pictorial representations intended for elucidation. The editor considers the clarity, 
choice of words and pictures, and writing style of the text according to the 
university's standards of self-study materials. Finally, the role of the laboratory 
designer is to devise the activities that are to be done in the laboratory. The final 
draft is delivered to the PNU University press. The press has already published or 
reprinted 1,150 titles of self-study texts during 1987-2000. A total of nine million 
copies have been published by the PNU Press till now. 
Individual and group tutorial sessions: Regional and local study centers of PNU 
are usually open six days a week except Saturdays (the national weekend in Iran is 
Thursday and Friday). The academic staff members at study centers are 
encouraged to devote more time to individual or group tutorial sessions. The 
students can come to them for solving their problems and for appropriate 
counseling individually or in groups. These face-to-face contacts of tutors and 
students provide a special opportunity for students to ask tutors to explain difficult 
points and to answer their questions as well as providing social interaction and 
developing mutual friendly relationships which are crucial for isolated students. 
The young and unemployed students are the major users of these services. The 
students also have the option to contact the tutors by telephone and/or letters in 
order to further enhance their comprehension of the materials. 
Face-to-face residential classes: Another mode of learning of great significance 
for PNU is weekend or public holiday face-to-face residential classes. These 
classes are arranged to compensate for the limitations of study materials and to 
create social interaction opportunities between students and staff, and the students 
themselves. At these face-to-face group sessions students can raise questions 
regarding the materials, or discuss their points of view about the course with their 
tutors or each other. Alternatively, the tutors themselves may choose to initiate 
discussion on a topic from the course materials for enrichment purposes. There is 
the flexibility to arrange additional session(s) for those students who need it. There 
is generally a relation between the course weight, difficulty and the number of 
class meetings. 
It has been stated (Askarian et al. 1992) that courses that turn out to be 
difficult in nature such as mathematics and physics etc. may have more classes. It 
is usually in the first semester of offering the course that it becomes clear whether 
such a measure should be taken or not. A valuable common practice in the 
university is to assign the authors of the textbooks to run the class meetings at a 
study center at least for one semester (Zohoor et al., 1991). The course writers, in 
this way, find an exceptional opportunity to recognize the defects in his/her 
arguments, the appropriateness or the level of difficulty of the text, its mistakes 
and gaps. The students, in turn, let the course writers know whether their books 
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give all relevant information and expected facts in a comprehensible way and 
provide actual teaching by sufficient explanations, exemplification and repetitions 
or otherwise. 
Personal observation of the courses as well as comments and criticism 
from the students and tutors of the study centers gradually form a foundation for 
the revision of these courses before being reprinted and offered in the subsequent 
semesters. The numbers of academic staff at regional and local centers are by no 
means sufficient for running tutorials. Each center is responsible for recruiting the 
academics of conventional universities, which are located in the region as part 
time or contract academics. This can be more convenient for them because the 
group tutorials are held at weekends and national holidays when they are free of 
obligation to their own universities. Both regional and local centers are relatively 
successful in recruiting academics for running the group and individual tutorials. 
There were no reports or evidence as regard to the lack of co-operation between 
study centers and other local higher education institutions. The management of 
these tutorials is decentralized even within the local centers. Thus, the planning 
organizing, leading and controlling of all the activities related to tutorials are the 
responsibility of the centers. 
Audio-visual cassettes: At present, Department of Media (DM) is producing 
audio and video programmes for some courses with its modest facilities to 
compensate for these shortages. Steps are being taken to set up four studios; two 
video studios, one audio and one dubbing studio at the main campus. This 
department has produced several video programmes on geology, geography and 
biology. It also dubbed several scientific video programmes, which have been 
produced in other countries into Persian. Students can either buy or borrow these 
cassettes for a limited time or can use them in the media center of study centers. 
Laboratories and experimental kits: The study centers and units offering basic 
sciences programmes have related laboratory facilities for basic courses. 
Laboratories are open at weekends and on national holidays and operate according 
to a predetermined timetable, which are intimated students. The main laboratory 
activities for students take place in summer sessions. Some more specialized 
laboratory-based courses used to be held at conventional universities or other 
91 
research institutions during weekends, public and school holidays or at other times 
when their laboratories were not in use. Conventional universities are committed 
to assist the study centers, and PNU has to pay all the expenses of such activities 
to these universities. In practice, however, it is difficult to arrange laboratories 
activities at the right time and place. There is, therefore, some irregularity in 
offering laboratory-based courses. These can be postponed until having access to 
better-equipped laboratories in the region. However, the students must complete 
the required laboratory-based courses for graduation. 
The home experimental kits, which were designed to provide the 
equipment and materials for some, simple experiments required for a course, can 
be borrowed for a limited time and students have to pay for consumed materials or 
damaged equipment. Careful consideration was taken of the students' environment 
and limited access to certain chemical materials; a strong emphasis is being placed 
on the complete and self-contained nature of the kits' design and assembly. 
Learner Assessment and Evaluation Mechanisms: 
The evaluation system of PNU consists of two main parts: continuous 
assessment and final assessment. 
Continuous assessment: As already mentioned, the courses at PNU are mainly 
based on self-study texts, which are developed for the purpose of individual 
instruction. The texts are normally divided into separate units. There is a self-
assessment section at the end of each unit that helps the students evaluate their 
achievements by themselves, correct their errors and motivates them to pursue 
their studies. Apart from this, the tutors at study centers are allowed to arrange a 
mid-term examination or ask students to do a project or prepare a paper and/or to 
give a take-home assignment at regular intervals. The headquarters do not monitor 
these evaluations which make up 25% of students' total scores. 
Final Assessment: The final assessment of students is seen as the most important 
task of the university in order to keep the quality of education at the expected 
level. For this reason, the process is centralized so that the exam of any particular 
subject should have the same quality and the same level of difficulty. The Test 
Bank of PNU is responsible for preparing and standardizing the tests and questions 
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with the collaboration of the departments at the headquarters. These tests or 
questions are written by the academic staff both at the main campus and study 
centers, usually a few months before the end of each semester. These tests or 
questions are sent to the Test Bank and kept in the test archive. The questions for 
final examination are chosen usually by text writers or an academic staff member 
in the main campus based on the importance of each unit of the texts. The 
administration of the examinations is supervised by an observer for the 
headquarters with the co-operation of the observers of the study centers. This is a 
delicate task, which calls for a great degree of precision in planning and 
organizing. The university uses its full academic potential to supervise the 
examinations. However, the exam sheets are graded either by the mark readers or 
by tutors at the study centers and units. Whenever there are doubts or protests 
from the students or tutors about the questions or accuracy of grading or 
administration procedure, the cases are reported to the headquarters. Such cases 
are considered by a special committee and the result is reported to related persons 
or study centers. The result of the supervised final examinations makes up 75% of 
the total score in any subject. 
6. Strength of Students 
PNU took its first intake, some 5000 students, in 1988. As it is shown in 
Table 1, the total enrolment of the university has had a swift increase during the 
past fourteen years. This has been in response to the increasing number of 
secondary school graduates who have been interested in pursuing their studies 
towards university degrees. Among the state universities, the place of PNU is 
unique because in 2000, it had the highest enrolment, namely 186,000 students, 
which accounted for 25 per cent of the governmental universities' total enrolment. 
Although PNU has the widest coverage among the state universities the percentage 
of its students is low in major and crowded cities and high in thinly populated 
cities and towns. This is a great advantage when one recalls that over 40% of 
Iranian universities are based on a mega city like Tehran where one-fourth of the 
population lives (Zohoor, p. 469-70). 
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Table 2.17 Total Enrolments and Programmes in PNU 
Year 
1988 
1989 
1990 
1991 
1992 
1993 
1994 
Enrolments 
5,000 
8,118 
16,493 
32,523 
51,958 
66,458 
82,020 
Programmes 
4 
4 
6 
11 
14 
15 
17 
Year 
1995 
1996 
1997 
1998 
1999 
2000 
2001 
2005 
Enrolments 
100,376 
106,031 
115,825 
129,259 
143,783 
186,000 
200,561 
439,000 
Programmes 
19 
19 
19 
20 
20 
21 
21 
30 
Source: Zohoor, p. 469-70. 
The numbers of students out of boarder (out of Iran) are also 37 on three levels. 
Student Success Rates: 
PNU has already produced 56,226 graduates in eighteen fields of study 
within fourteen years. Yet, when we compare the intake of the university with 
output, PNU realize that the number of fresh students is much more than 
graduates. PNU has been unable to increase the number of its graduates at the 
same pace simply because it is easier to enroll fresh students than to produce 
graduates. Table 2 presents the total number of graduates of the university during 
the past years. It is noteworthy that PNU produced its first graduates in 1993. 
Table 2.18 Total number of graduates in PNU 
Year 
1993 
1994 
1995 
1996 
1997 
1998 
No. of Graduates 
2,523 
4,035 
7,605 
10,436 
8,608 
11,473 
Year 
1999 
2000 
2001 
2002 
2003 
2004 
No. of Graduates 
11,546 
19832 
28036 
32991 
36018 
47375 
Source: Zolioor and Ali Mohamnmadi, p, 474 
7. International Collaboration 
PNU is a very young university among the higher educational institutions 
of Iran; and is among the younger distance education universities in the world. It 
has faced many challenges because of rapid development, issues of sustainability, 
and need for stronger financial support. Opinions were, therefore, formed and 
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decisions taken to strengthen the international collaboration between the PNU's 
top managers on the one hand, and between PNU and the Office of International 
Scientific Cooperation of MSRT on the other. First of all, it was decided to 
arrange some visits to the distance education universities or institutions in Asia. 
The Iranian delegation proposed the membership of PNU to the Asian Association 
of Open Universities (AAOU). PNU has become a member of the AAOU. Since 
then PNU academics have actively participated in all the AAOU conferences and 
contributed to the exchange of experience among members by presenting their 
own experiences (Zohoor and Alimohammadi, p. 474). 
8. Sources of Funding and Expenditure 
The universities and other higher education institutions in Iran can be 
classified into three groups in terms of financial resources. 
• State conventional universities and research institutions whose financial 
resources come mostly from the national budget (about 95%) and from their 
educational services or research activities (about 5%). 
• Private conventional universities, higher education institutions and research 
institutions that derive their budgets from their educational and research 
services, tuition fees and a very small amount of government contribution. 
• PNU as the only distance education university in the country, has two 
different financial resources; governmental and non-governmental. The 
governmental resources consist of a proportion of the national budget, 
presidential aid or loans and some other public resources, which may be 
allocated if meeting with the approval of the Parliament. These resources 
made up nearly 27% of the current and capital expenses of the university in 
2000. 
The non-governmental resources which made up about 73% of the expenditures in 
2000. They included: 
A. Students tuition fees which is determined annually by the University Council 
and are approved by the Board of Trustees. 
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Table No. 2. 19 Tuition Fees at PNU (in US $)* in 2000 
Academic year 
1999-2000 
Fixed Tuition Fee 
69 
Practical Course 
69 
Theoretical course 
7 
*USD 1 = 1,750 Rials, Official rate 
Despite the low rate of this tuition fees, students have some difficulties in 
payment. Firstly, for psychological reasons. Education in Iran at all levels is free 
and PNU is known as a governmental university and the students of governmental 
universities are not supposed to pay tuition fees. Secondly, for economic reasons, 
the majority of students are from deprived regions with low family incomes, or 
they are government employees with limited incomes. Hence, the university is not 
able to increase the fees very much and has to rely on government subsidies; 
otherwise it may lose considerable numbers of its students. 
B. Donations from people, agencies, and/or foundations. Acceptance or rejection 
of these donations depends upon the approval of the Board of Trustees. 
In 2000, about 1.11% of the total national budget was allocated to higher 
education. The unit cost of higher education according to MSRT statistics in 
conventional universities is three times that of distance education. More precisely, 
the unit cost for study in conventional universities was about $ 443 per student but 
it was about $ 148 at PNU in 2000. Thus while PNU is still in its investment stage 
of life, its unit costs are 1/3 of that of conventional universities. An overview of 
PNU's budget and the number of the students are the best way to understand the 
cost effectiveness of PNU (Zohoor, p. 476-476). 
Table No. 2.20 The Budget of PNU (in US $) in 2000 
Academic Year Current Budget Development Budget Total 
2000 125,569,886 10,405,714 135,975,600 
Source: Budget and Organization Bureau of PNU in 2000. 
9. Major Issues 
One of the major problems of the university is the shortage of academic 
staff for course development. A glance at the history of course development at 
PNU reveals that the university has had serious problems for course development 
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since its establishment. The courses tiiat were supposed to be developed were 
mostly general and basic in nature at the initial stages. At the following stages, 
however, the pressure of recruiting qualified writers for specialized courses 
increased. Having slowed down the rate of launching new programmes of study, 
PNU should manage to overcome the critical problems relating to course creation 
in the near future. 
The second major issue is the shortage of assistant, associate and full 
professors in Iranian universities in general and in PNU in particular. This 
problem is not likely to be solved in the near future because most academics prefer 
to live in major cities rather than the small towns in which PNU study centers and 
units are based. 
Conclusion: Towards the third Generation of Distance Education: 
As a mega-university, PNU should move carefully towards the 
application of the third generation of distance education strategies. Apart from the 
communication and the computer network, print materials and other resources 
remain important. This case study reveals that profound changes in methods call 
for fundamental changes in policies and planning which create inevitable 
challenges in the university.. 
No mega-university can operate independent of its national culture and 
ideopolitical context, nor can it be free from inherent internal tensions arising from 
conflicting academic and industrial cultures. If this case study has improved our 
understanding of this complex interplay of forces in the rapidly developing 
situation of Iran, then it will serve its purpose. 
10. Plans for future 
The historical, geo-political, demographic, economic and socio-cultural 
context in which distance education in Iran has developed, and within which it is 
expected to grow and flourish are complex. 
The planning process at PNU is completely different from conventional 
universities in Iran. The re-establishment of a distance education university in Iran 
after the cultural Revolution was a response to an ever-increasing demand for 
higher education, which was gradually becoming a political problem in the 
97 
society. The decision to develop this university was, therefore, largely based on 
political factors as well as the educational needs of society. PNU was expected to 
start its operation as soon as possible. Thus, those who were in charge of setting it 
up were not given the necessary time to conduct a need analysis, and identify the 
target students. Perhaps more importantly, they were not given enough time for 
preparatory planning. Such activities are time consuming but as Jennings 
(1988:120) points out, 'in politically motivated change efforts, speed is of the 
essence' since politicians are very often concerned with meeting their own targets 
to impress the public. This pressure for rapid innovation is found in other 
developing countries (Zohoor, p. 477). 
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1. Studies on Job Satisfaction 
Over 3000 studies have been conducted on the topic of job satisfaction, or 
morale as it was more frequently termed in previous years. Their results tended to pint 
out very much the same conclusions (Dryden Robert, p. 12). Management needs 
information on employee job satisfaction in order to make sound decisions, both in 
preventing and solving employee problems. 
Benefits of the Studies on Job Satisfaction: 
If the studies on job satisfaction are properly planned and administered, they 
will usually provide a number of important benefits, both general and specific. 
Monitoring Attitudes: One benefit of studies on attitude is that they give 
management an indication of general levels of satisfaction in a company. Surveys also 
indicate the specific areas of satisfaction or dissatisfaction. 
Additional Benefits: Surveys have many other benefits as well. The flow of 
communication in all directions is improved as people plan the survey, take it, and 
discuss its results. Surveys can sei-ve as a safety valve, or emotional release, for 
people to get things off their chests and later feel better about them. Training needs 
can be identified, since employees can report how well they feel their supervisor 
performs certain parts of the job, such as delegating work and giving adequate 
instructions. Surveys can also help managers plan and monitor new programs, by 
getting feedback on proposed changes in advance and then conducting a follow-up 
survey to evaluate the actual response (Kith Davis, p. 218). 
Ideal Survey Conditions: 
Surveys are most likely to produce some of the benefits reviewed above 
when the following conditions are met: 
• Top management actively supports the survey. 
• Employees are fully involved in planning the survey. 
• A clear objective exists for conducting the survey. 
• The study is designed and administered in a manner consistent with standards 
for sound research. 
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• Management is capable of taking, and willing to take, follow-up action. 
• Both the results and action plans are communicated to employees. 
Use of Existing Job Satisfaction Information: 
Before they conduct formal job satisfaction surveys, managers might 
examine two other methods for learning about current employee feelings - daily 
contacts and existing data. These approaches recognize that formal job satisfaction 
surveys are similar to an annual accounting audit in the sense that both are merely 
periodic activities; yet there is a day-to-day need to monitor job satisfaction just as 
there is a regular need to keep up with the financial accounts (Davis, p. 219). 
Management stays in touch with the level of employee satisfaction primarily 
through face-to-face contact and communication. This is a practical and timely 
method of determining the job satisfaction level of individuals, but there are also a 
number of other satisfaction indicators already available in an organization. As shown 
in Figure, examples include absences, grievances, and exit interview. This 
information is usually collected separately for other purposes, but it can readily be 
assembled into a monthly report that gives management insights into the general level 
of satisfaction among employees. 
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Figure No. 3.1. Examples of job satisfaction-related information frequently available 
in organization (Keith Davis, p. 219) 
Some of the items in Figure are behavioral indicators of job satisfaction 
(KeithDavis, p. 219). 
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Arnold, Hughy & Feldmand Daniel (1986) job satisfaction surveys can help 
employers manage their workers more effectively surveys are generally used to 
accomplish five goals: 
1. To diagnose potential problems in organizations. 
2. To discover the causes of absenteeism and turnover. 
3. To assess the impact of organizational changes on employee attitudes. 
4. To stimulate better communication between management and workers. 
5. To provide accurate information about the degree to which employees may be 
willing to vote for a union if given the chance (Hughy & Daniel, p. 103-104). 
2. Job Satisfaction as a Type of Attitude 
A person can have thousands of attitudes, but OB focuses our attention on a 
very limited number of work-related attitudes. These work-related attitudes tap 
positive or negative evaluations that employees hold about aspects of their work 
environment. Most of the researches in OB have been concerned with three attitudes: 
job satisfaction, job involvement, and organizational commitment. 
Job satisfaction: The term 'job satisfaction' refers to an individual's general attitude 
toward his or her job. A person with a high level of job satisfaction holds positive 
attitudes about the job, while a person who is dissatisfied with his or her job holds 
negative attitudes about the job (Robbins, p. 74). 
3. Definition of Job Satisfaction 
Generally, job satisfaction is the result of the individual's perception of what 
is expected and what is received from different facets of the work situation. The 
closer the expectation is to what is actually received, the greater the job satisfaction. 
Job satisfaction sometimes refers to an overall feeling of satisfaction or satisfaction 
with the situation-as-a-whole (global satisfaction). At other times, job satisfaction 
refers to a person's feelings toward specific dimensions of the work environment 
(facet satisfaction). These dimensions or facets of the work environment refer to such 
things as pay, benefits, promotional opportunities, working conditions, supervision, 
the work itself, co-workers and the organizational structure (James, p. 74-5). 
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Job satisfaction is popular concept in industrial and organizational 
psychology. The credit for bringing this term into currency goes to Happock (1935), 
according to whom job satisfaction is "any combination of psychological, 
physiological and environment circumstances that causes a person truthfully to say : I 
am satisfied with my job" (Singh, R.S., 1993, p.5). 
The terms "job satisfaction" or "work satisfaction" have been given different 
connotations since their inception. Blum and Maylor (1968) are of the view that job 
satisfaction is the result of various attitudes possessed by an employee. 
Sinha (1972) opines: Job satisfaction covers both the satisfaction derived 
from being engaged in piece of work or in any pursuit of a higher order (Hingar 
Ashas, p.29). 
Sinha (1974) defines job satisfaction as a "reintegration of effect produced 
by individual's perception of fulfillment of his needs in relation to his work and the 
situations surrounding it" (Saiyadain, p. 13). 
Briefly it is definition of job satisfaction: on individual general attitude 
toward his or her job. 
4. Importance of Job Satisfaction to the Organization 
The importance of satisfaction to the firm is best studied through long-term 
research efforts. 
Rensis Likert and his associates have been studying the importance of 
human behavior concerns such as satisfaction to organizational effectiveness since 
1946. The coefficient of determination of .49 between managerial leadership and 
satisfaction means that 49 per cent of the variation in worker satisfaction is attributed 
to or explained by managerial leadership. Conversely, 51 per cent of work satisfaction 
can be attributed to factors other than managerial leadership. The coefficient of 
determination of .42 between satisfaction and productive efficiency means that 42 per 
cent of the variation of productive efficiency is accounted for, stems from or is 
explained by worker satisfaction (James, p. 71-2). 
The managers and his subordinates are interested in satisfying their own 
needs - on and off the job, if such satisfaction is a goal they seek, then liking their 
jobs must somehow be tied to its achievement. 
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Research shows that lack of job satisfaction is usually tied to turnover and 
absenteeism. Because these two variables affect the organization's cost, if for no other 
reason, management's interest is stimulated in increasing job satisfaction (Dorotny, p. 
67) 
5. Theories of Job Satisfaction 
1) The Needs of Shaffer's Theory (1953): 
Robert Schaffer conceptualized job satisfaction as a function of individual 
needs and need satisfaction. Schaffer hypothesized, "Overall job satisfaction will vary 
directly with the extent to which those needs of an individual which can be satisfied in 
a job are actually satisfied: The stronger the need the more closely will job 
satisfaction depend on its fulfillment". 
Schaffer was very specific as to requirements when selecting the needs to be 
included in his study. They were: 
1. The need should be a relatively permanent and stable part of an individual's 
personality. 
2. It should be relatively important in determining adjustment (although differing 
in degree of importance among individuals). 
3. It should be present in many people. 
4. It should conceivably be satisfied in a work situation. 
5. It should not overlap with other needs (should be unique). 
6. It should be measurable by paper-and-pencil questionnaire. 
Schaffer decided on twelve needs, and they are listed and defined ; 1. 
Creativity and challenge, 2. Master and achievement, 3. moral value scheme, 4. Social 
welfare, 5. Affection and interpersonal relations, 6. Self-expression, 7. Dominance, 8. 
Independence, 9. Recognition and approbation, 10. Socio-economic status, 11. 
Economic security, 12. Dependence. 
The results of Schaffer's study, on the whole, supported his hypothesis. The 
strongest needs did in fact correlate more closely with the overall measure of job 
satisfaction than did the weaker needs (Dorotny, p. 71). 
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2) The factors of the motivation to work theory: 
Herzberg, Mausner, and Synderman take a position on job satisfaction that 
may be more controversial than any other theory of motivation. It was first reported in 
The Motivation to Work. Using a sample of 200 engineers and accountants from the 
Pittsburgh area, this group designed a study to test the concept that man has two sets 
of needs, "his needs as an animal to avoid pain and his needs as a human to grow 
psychologically. The respondents were asked to describe times in their work lives 
when they felt particularly good and when they felt particularly bad about their jobs 
(Dorothy, p. 72). 
The results are reported in terms of frequency. Herzberg refers to as 
motivators and hygiene factors. 
Job dissatisfaction Job satisfaction 
T 
Motivators Hygiene factors 
* Work itself 
* Advancement 
* Recognition 
* Achievement 
* Responsibility 
Fig.3. 2. Herzberg's 
* 
* 
* 
* 
* 
* 
* 
* 
Supervision 
Salary 
Job security 
Relation with supervisors 
Company policies 
Working conditions 
Status 
Factors in personal life 
Two Factor Theory 
Source: Saiyadain, p. 61 
Herzberg says that five factors lead to job satisfaction and the other factors 
lead to dissatisfaction the figure 3.2 show it. This division is a reflection of the 
Herzberg et al. position that job satisfaction is not a unidimensional concept. In the 
theory, factors leading to job satisfaction are achievement, recognition, work itself, 
responsibility, and advancement. These are what Herzberg calls the satisfiers. They 
have also been referred to as the motivators because, he says, "Other findings of the 
study suggest that they are effective in motivating the individual to superior 
performance and effort". This, then, fits nicely with the name of the theory -
Motivation to Work. These items refer to the content of the job, that is, what the 
worker is actually doing. The hygiene factors, so named because increases in these 
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factors prevent job dissatisfaction, are also called the dissatisfiers. These items are 
company policy and administration, supervision-technical, interpersonal relations, 
working conditions, salary, job security and status. (Dorotny, p. 72-3). 
Herzberg contends: "the opposite job satisfaction would not be job 
dissatisfaction, but rather no job satisfaction; similarly the opposite of job 
dissatisfaction is no job dissatisfaction, not satisfaction with one's job" (Dorothy, 
p. 75). 
3) Need-fulfillment theory: 
In some respects the most rational of the theories of job satisfaction and the 
one which is probably the clearest analogue to the incentive theory of performance is 
the notion that (1) a person is satisfied if he gets what he wants and (2) the more he 
wants something, or the more important it is to him, the more satisfied he is when he 
gets it and the more dissatisfied he is when he does not get it. There are two major 
theories that utilize this kind of framework, one a subtractive model and the other 
multiplicative (Vroom, 1964). Both conceptualize job satisfaction as a direct function 
of the extent to which an environment corresponds to one's need structures. 
The subtractive model proposes that job satisfaction is a direct negative 
function of the discrepancy between a person's needs and the extent to which the 
environment provides satisfaction of those needs. The greater the total discrepancy 
counting all needs, the less the satisfaction; and the less the discrepancy, the greater 
the satisfaction. 
According to the subtractive model, the individual's rankings in terms of 
their satisfaction with their jobs would be predicted to be, starting from the most 
satisfied, C and D (tied), E, G, A, B and F. This is the order corresponding to the 
order in which the individuals' needs are seen as being fulfilled on the job (i.e., their 
total discrepancy scores). 
This subtractive procedure has certain characteristics (Vroom, 1964). One of 
these is that all other things being equal, the greater a person's needs, the more job 
satisfaction will decrease, regardless of what happens in the environment. Similarly, 
the greater the amount of environment return, the more job satisfaction will increase 
independent of the level of need of the individual involved. A second characteristic is 
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that a person who has a need level of 1 and a satisfaction of 1 is considered to have 
the same level of satisfaction as a person whose comparable figures are 10 in desire 
and 10 in fulfillment. Vroom thinks that this is a distorted conception of job 
satisfaction (Korman, p. 214). 
4) Reference-group theory: 
Reference-group theory is similar to need-fulfillment theory except that it 
takes as its point of departure not the desires, needs, and interests of the individual 
but, rather, the point of view and the opinions of the group to whom the individual 
looks for guidance. Such groups are defined as the reference group for the individual 
in that they define the way in which he should look at the world and evaluate various 
phenomena in the environment (including himself, to a great extent). It would be 
predicted, according to this theory, that if a job meets the interest, desires, and 
requirements of a person's reference group, he will like it, and if it does not, he will 
not like it (Korman, p. 215-6). 
5) Equity theory of motivation: 
Adam's (1963) equity theory explains that the perceptions of fairness of 
equity have a major influence on motivation of the person. It is greatly concerned 
with each person's feelings of fairness about the rewards-psychological, social and or 
economic received from an organization. The theory states that employees tend to 
determine fairness by considering their inputs and rewards on the job in comparison 
with those of other people. If the comparison is equal the employee feels treated fairly 
which leads to job satisfaction. If it is unequal, the employee feels inequality and is 
motivated to impress management to take corrective action, if not taken would lead to 
dissatisfaction. 
6) The value theory: 
The value theory proposed by Locke (1984). He proposed that job 
satisfaction occurs when the job outcomes or the reward that the employee receives 
matches with outcomes that are desired by him. The theory focuses on any outcome 
that people value regardless of their quality or quantity. Thus the value attached to 
outcome is more important. The better the outcome that they get the more satisfied 
they will be; and the less valuable outcome they receive, the less satisfied they will 
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be. Essential to Locke's theory is, therefore, the discrepancy between the present 
aspects of the job and those that an employee desires such as pay, learning 
opportunity, promotion and so on (Saiyadain, p. 61-62). 
7) The Met Expectations theory: 
This approach is based on the expectations that new employees have about 
the job and how far these expectations are met. It suggests that the employees will 
work to achieve the outcomes they expect to follow after successful performance 
(Porter and Steers, 1973). Workers become dissatisfied if their expectations about 
their job are not met. Review of the theory suggests that the correlation between job 
satisfaction and met. Expectations are around 0.39 (Wanous et al., 1992). One of the 
implications of the Met expectations theory is that one way of reducing potential 
dissatisfaction among employees is to bring their expectations in line with the reality. 
The idea of met expectations suggests that the processes undergoing within the person 
influence job dissatisfaction. A critical viewpoint of this notion is that it ignores the 
social context of the individual and this is the basis of the equity theory (Saiyadain, 
p.62). 
6. Elements and Resources of Job Satisfaction 
Elements: Job satisfaction is a set of favorable or unfavorable feelings and emotions 
with which employees view their work. Job satisfaction is an affective attitude or a 
feeling of relative like or dislike toward something. 
Individual Focus job satisfaction typically refers to the attitudes of a single 
employee. 
Overall or Multidimensional? Job satisfaction can be viewed as an overall attitude, 
or it can apply to the various parts of an individual's job. If it is viewed only as an 
overall attitude, however, managers may miss seeing some key hidden exceptions as 
they assess an employee's overall satisfaction. Job satisfaction studies, therefore, 
often focus on the various parts that are believed to be important, since these job 
related attitudes predispose an employee to be in certain ways. Important aspects of 
job satisfaction include pay, one's supervisor the nature of tasks performed, an 
employee's coworkers or team, and the immediate working conditions (Kith Davis, p. 
208). 
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Stability of Job Satisfaction: Attitudes are generally acquired over a long period of 
time. Similarly, job satisfaction or dissatisfaction emerges as an employee gains more 
and more information about the workplace. Nevertheless, job satisfaction is dynamic, 
for it can decline even more quickly than it develops. Managers cannot establish the 
conditions leading to high satisfaction now and later neglect it, for employee needs 
may fluctuate suddenly. Managers need to pay attention to employee attitudes week 
after week, month after month, year after year. 
Environmental Impact: Job satisfaction is one part of life satisfaction. The nature of 
a worker's environment off the job indirectly influences his or her feelings on the job. 
Similarly, since a job is an important part of life for many workers, job satisfaction 
influences general life satisfaction. The result is that there is a spillover effect that 
occurs in both directions between job and life satisfaction. Consequently, managers 
need to monitor not only the job and immediate work environment but also their 
employees' attitudes toward other parts of life as shown in Figure 3.3 (Keith Davis, p. 
209). 
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Figure No. 3.3 (Keith Davis, p. 209) 
Sources of Job Satisfaction: 
There are a variety of factors that lead people to feel positively or negatively 
about their jobs. Below, we look at the six most frequently studied causes of job 
satisfaction: (1) pay, (2) the work itself, (3) promotions, (4) supervision, (5 the work 
group; and (6) working conditions. We will see that, in general, pay and the work 
itself are the most important sources of job satisfaction, that promotional opportunities 
and supervision are moderately important sources of job satisfaction, and that the 
work group and working conditions are relatively minor sources of job satisfaction. 
Pay: 
Wages do play a significant role in determining job satisfaction. Money 
facilitates the obtaining of food, shelter, and clothing and provides the means to enjoy 
valued leisure interests outside of work. Moreover, pay can serve as a symbol of 
achievement and a source of recognition. Employees often see pay as a reflection of 
management's esteem for their contribution to the organization (Hughy, p. 86). 
The work itself: Along with pay, the content of the work itself plays a very major 
role in determining how satisfied employees are with their jobs. By and large, workers 
want jobs that are challenging. They do not want to be doing mindless jobs day after 
day. The two most important aspects of the work itself that influence job satisfaction 
are variety and control over work methods and work pace. 
In general, jobs with a moderate amount of variety produce the most job 
satisfaction. Jobs with too little variety cause workers to feel bored and fatigued. Jobs 
with too much variety and stimulation cause workers to feel psychologically stressed 
and "burned out". 
Jobs that give workers some autonomy in how they do their work also 
provide the greatest job satisfaction. In contrast, management control over work 
methods and work pace consistently leads to high levels of job dissatisfaction. It is 
dehumanizing for employees to have their every action determined by their 
supervisors, down to when they can have a rest break. Moreover, many workers report 
that their own productivity varies widely over the course of a day. Often, employees 
are least efficient the first and last half hours of the day and must before and after 
lunch. They are most efficient in the middle of the morning and the middle of the 
afternoon. Mechanical pacing does not allow employees to pace their work according 
to their energy levels (Hughy, p.88). 
Promotions: Promotional opportunities have a moderate impact on job satisfaction. 
A promotion to a higher level in an organization typically involves positive changes 
in supervision, job content, and pay. Jobs that are at the higher levels of an 
organization usually provide workers with more freedom, more challenging work 
assignments, and higher salary. 
However, the rewards associated with a particular promotion differ greatly 
from one situation to another. One person may be promoted to a company presidency 
with a salary increase of $ 100,000 a year, whereas another person who is promoted 
from senior secretary to administrative assistant may receive only a $ 1,000 salary 
increase. For this reason, promotions are a much greater source of job satisfaction to 
business executives than to blue-collar and white-collar clerical workers. Executives 
gain comparatively greater rewards from their promotions (Hughy, p. 88). 
Supervision: Like promotion, supervision is a moderately important source of job 
satisfaction. Two dimensions of supervisor style, in particular, seem to have some 
impact on employee job satisfaction. The first dimension is employee-centeredness or 
consideration. Supervisors who establish a supportive personal relationship with 
subordinates and take a personal interest in them contribute to their employees' 
satisfaction. The other dimension of supervisory style that seems to contribute to 
employees' satisfaction is influence, or participation, in decision making. Employees 
who participate in decisions that affect their jobs display a much higher level of 
satisfaction with their supervisors and with their overall work situation. 
While employee-centeredness and influence in decision making are 
positively correlated with employee satisfaction, the participative leadership style 
does not always improve workers' attitudes toward their jobs. For instance, while 
employees in small, close-knit work groups prefer democratic leaders, employees in 
large, impersonal work groups actually prefer autocratic leaders. Thus, while there is 
generally a positive relationship between an employee-centered supervisory style and 
employee satisfaction, there are several circumstances in which the relationship does 
not hold up. 
Work Group (coworkers): 
Having friendly and cooperative coworkers is a modest source of job 
satisfaction to individual employees. People like the opportunity to have conversation 
with each other as they work, and especially dislike jobs in which they are physically 
separated from each other. The work group also serves as a social support system for 
employees. People often use their coworkers as a sounding board for their problems 
or as a source of comfort. 
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Ironically, however, while most people are very satisfied with their 
relationships with coworkers, having good relationships with coworkers are not as 
important to employees as most other factors are (Hughy, p. 90). 
Working conditions: 
Working conditions, too, contribute in a modest way to job satisfaction. 
Features such as temperature, humidity, ventilation, lighting and noise, work 
schedules, cleanliness of the workplace, and adequate tools and equipment can all 
affect job satisfaction. 
The reasons for this are fairly straightforward. First, employees desire good 
working conditions because they lead to greater physical comfort. For instance, too 
much heat or too little light can cause physical discomfort, unclean air or poor 
ventilation can be physically dangerous. Second, working conditions are important to 
employees because they can influence life outside of work. If people are required to 
work long hours and/or overtime, they will have very little time left for their families, 
friends, and recreation outside of work. On the other hand, if workers have relatively 
short work weeks and/or some flexibility in the hours they have to work, it will be 
much easier for them to improve the quality of their lives outside of their jobs. 
A number of factors have been associated with job satisfaction. Among the 
more important ones are these: 1. Pay, 2. Work itself, 3. Promotion opportunities, 4. 
Supervision, 5. Coworkers, 6. Working conditions, 7. Job security (Ivanchovic, p. 
122). 
W.W. Ronan (1970) has reviewed the empirical literature and determined 
job satisfaction has, at a minimum, seven important facets. The seven important 
dimensions were found to be: 
1. The work itself, 2. Supervision, 3. The organization and its management, 4. 
Promotional opportunities, 5. Pay and other financial benefits, 6. Co-workers, 7. 
Working conditions (James, p. 75). 
Smith Kendal has found that workers have feeling toward five job facets: 
1. The work itself, 2. Pay, 3. Promotional opportunities, 4. Supervision, 5. Co-
worker interaction (James p. 75). 
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Happock (1935) has suggested the following six factors as major 
constituents of job satisfaction: 
(i) The way an individual reacts to unpleasant situation, (ii) The facility to which he 
adjusts himself with other persons, (iii) His relative status in the social and 
economical group with which he identifies himself, (iv) The nature of work in relation 
to his abilities, interests and preparation, (v) Security, and (vi) Loyalty (R.S. Singh, 
1993, p.5-6) 
Herbert Mausher, Peterson and Campwell (1957) compiled data from 15 
studies in which workers were asked about the causes of satisfaction and 
dissatisfaction. Supervision was maintained next only to co-workers as source of 
satisfaction. But it was placed at fourteen places in the same list of job factors when 
they were asked what made them dissatisfied with their jobs (Singh, 1993, p. 7). 
There are also some data suggesting that worker's satisfaction with their job is related 
to their opportunities for interaction with others on job (Walker and Guest (1952), 
Kerr, Koppelmeir and Sullivan, (1951), Smastky (1951) and Richards and Dobryns 
(1957) income level is generally found to be positively associated with job 
satisfaction (Thomptson (1939),Miller (1941), Canters and Cantril (1946), Lawler and 
Porter (1967), Pestonjee (1969, 1971) and Dwivedi (1971) (Singh, 1993, p. 7). 
The important job dimensions: 1. Pay, 2. Promotion, 3. Recognition, 4. 
Benefits, 5. Working condition, 6. Supervision, 7. Coworkers, 8. Management policy 
(S. Narayana Rao, 1986, p. 12-13). 
The typical factors of job satisfaction would be included are - 1. The nature 
of the work, 2. Supervision, 3. Present pay, 4. Promotion, opportunity and 5. 
Relations with co-workers (Robbins S, p. 184). 
Intrinsic versus Extrinsic Sources of Satisfaction: 
All sources of job satisfaction fall into two categories: intrinsic and extrinsic. 
Intrinsic sources originate from within the individual and have psychological value 
such satisfactions are essentially self-administered. Autonomy (that is, independence, 
such as the ability to choose one's own work pace) is one source of intrinsic 
satisfaction. Other intrinsic sources include a sense of challenge and feelings of 
recognition. 
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Extrinsic sources of satisfaction originate from outside the individual; tliey 
come from his or her environment. Working conditions and opportunities to interact 
with coworl^ers are sources of extrinsic satisfaction, as are job security and fringe 
benefits. 
In addition, some sources of satisfaction serve a dual purpose in that they 
can be extrinsic, or tangible, in nature while having intrinsic or psychological, value 
because of what they symbolize. Both a high salary and rapid career progress would 
offer dual sources of satisfaction. 
Expectations: Satisfaction is a very personal experience that depends heavily on an 
individual's expectations. For example imagine that you have just been offered an 
executive position that pays $ 150,000 a year. It sounds attractive, of course. In the 
abstract, it's difficult to conceive of how some one could be dissatisfied with such a 
salary. Suppose, however, that you discover that other people who have much the 
same job are receiving $ 500,000 + $ 900,000 per year. What formerly seemed to be 
an attractive salary would suddenly become unsatisfactory. 
Expectations can have a powerful influence on a person's level of 
satisfaction. For example, new employees often have on unrealistically high 
expectations. In the time between being offered a job and the first day of work, new 
employees may be fantastic about how rapidly they will rise in the new organization, 
what immediate working conditions will be like, and so on. Once on the job, however 
they may experience a shock when confronted with a number of harsh realities. They 
may discover that no promotion ladder extends from their current position, that their 
coworkers are not very pleasant, or that the lunch room and rest rooms are 
dilapidated. The unrealistic expectations of new employees may be partly generated 
by personal fantasy and partly by the media. The effects of realistic job previews on 
individuals' reaction to their work have been extensively studied. With minor 
exceptions, the results have generally shown that individuals who are told both the 
bad and the good features of their new jobs before they begin working have higher 
levels of job satisfaction (Dryden, Robert P. Vecchio, 1988, pp. 120-121). 
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A Model of Job Satisfaction: 
What determines whether employees feel generally satisfied or dissatisfied 
with their jobs? How do the specific satisfactions with pay, promotions, and the other 
job factors combine to produce an overall attitude of liking or disliking of the job? 
The model of job satisfaction presented in Figure No. 3.4 summarizes what we know 
about what determines whether employees will be generally satisfied. 
Basically, job dissatisfaction is determined by the discrepancy between what 
individuals expect to get out of their jobs and what the job actually offers. A person 
will be dissatisfied if there is less than the desire amount of job characteristic in the 
job. For instance, if a person expects to be promoted in six months and then is not, the 
person will be dissatisfied. A person will be satisfied if there is no discrepancy 
between desired and actual conditions (Hughy, p. 91). 
Now let's examine cases of both job satisfaction and job dissatisfaction, 
using the model in figure no. 3.4. 
Figure 3.4. A model of Job satisfaction 
Expectations 
aboutjob 
Actual job 
Pay 
Work itself 
Promotions 
Supervision 
Coworkers 
Working conditions 
Discrepancies 
i 
Employee job 
Satisfaction 
Pay 
Work itself 
Promotions 
Supervision 
Coworkers 
Working conditions 
Source: Adapted from Lawler, E.E. Ill (1973) Motivation in work organizations 
Monterey, p. 75 (Hughy, 91-92). 
7. Measuring Job Satisfaction 
An employee's assessment of how satisfied or dissatisfied he or she is with 
his or her job is a complex summation of a number of discrete job elements. How, 
then, do we measure the concept? 
The two widely used approaches are a single global rating and a summation 
score made up of a number of job facets. The single global rating method is nothing 
more than asking individuals to respond to one question, such as "All things 
considered, how satisfied are you with your job?" Respondents then reply by circling 
a number between one and five that corresponds to answers from "highly satisfied" to 
"highly dissatisfied". The other approach - a summation of job facets - is more 
sophisticated. It identifies key elements in a job and asks for the employee's feelings 
about each. Typical factors that would be included are the nature of the work, 
supervision, present pay, promotion opportunities, and relations with co-workers. 
These factors are rated on a standardized scale and then added up to create an overall 
job satisfaction score (Robbins, p. 78). 
Is one of the foregoing approaches superior to the other? Intuitively, it would 
seem that summing up responses to a number of job factors would achieve a more 
accurate evaluation of job satisfaction. The research, however, doesn't support this 
intuition. This is one of those rare instances in which simplicity seems to work as well 
as complexity. Comparisons of one-question global ratings with the more lengthy 
summation-of-job-factors method indicate that the former is essentially as valid as the 
latter. The best explanation for this outcome is that the concept of job satisfaction is 
inherently so broad that the single question captures its essence (Robbins, p. 79). 
Job Satisfaction as a Dependent Variable: 
We now turn to considering job satisfaction as a dependent variable. That is, 
we seek an answer to the question: What work-related variables determine job 
satisfaction? An extensive review of the literature indicates that the more important 
factors conducive to job satisfaction are mentally work itself, supervisor, co-worker, 
promotion, pay (Robbins, p. 184). 
Job Satisfaction as an Independent Variable: 
We find a large number of studies that have been designed to assess the 
impact of job satisfaction on employee performance, productivity, absenteeism, and 
turnover... (Robbins, p. 187). 
17 
8. Trends in Job Satisfaction Levels 
We looked at job satisfaction from the individual's point of view. In this 
section, we consider some of the larger aspects of job satisfaction. Just how satisfied 
are workers in general today? What have been the trends in the levels of job 
satisfaction and why? (Hughy, p. 95). 
Long-term nationwide studies indicate that general job satisfaction has been 
relatively high and stable in the United States. Although worker expectations have 
both increased and changed in their focus overtime, the quality of management 
practices also has improved. As a result, more than 80 per cent of those in the 
workforce usually report that they are reasonably satisfied with their jobs. Managers 
should not be complacent, however, for this statistic also suggests that millions of 
workers (the other 20 per cent) are unhappy, and many other millions are probably 
dissatisfied with some specific aspect of their jobs. In addition, many of the 
"satisfied" workers may have simply resigned themselves to their work situations, 
with the result that they are neither satisfied nor dissatisfied. Moreover, many workers 
live under a cloud of job insecurity as a result of attempts to improve organizational 
effectiveness by lying off thousands of workers. 
The level of job satisfaction across groups is not constant, but it is related to 
a number of variables. The key variables revolve around age, occupational level, and 
organizational size. 
As workers grow older, they initially tend to be slightly more satisfied with 
their jobs. Apparently, they lower their expectations to more realistic levels and adjust 
themselves better to their work situations. Later, their satisfaction may suffer as 
promotions are less frequent and they face the realities of retirement. Predictably, too, 
people with higher level occupations tend to be more satisfied with their jobs. As we 
might expect, they are usually better paid, have better working conditions, and hold 
jobs that make fuller use of their abilities. Finally, there is some evidence to suggest 
that levels of job satisfaction are higher in smaller organizational units, such as a 
branch plant or a small Silicon Valley enterprise. Larger organizations tend to 
overwhelm people, disrupt supportive processes, and limit the amounts of personal 
closeness, friendship and small-group teamwork that are important aspects of job 
satisfaction for many people (Keith Divis, p. 210). 
There has probably been a very slight trend downward in the overall level of 
job satisfaction over the past 15 years - probably no more than 5 per cent. While more 
than 80 per cent of the work force still report that they are either somewhat or ver>' 
satisfied with their jobs, which percentage seems to have been inching downward 
since the early 1970s. Why is the case? Let's look at the changes in attitudes among 
three large groups of workers: the young (under 30); middle managers; and blue-
collar workers. (Hughy, p. 96) 
Figure No. 3.5: Three dissatisfied work groups 
Young workers 
1. Unrealistic job expectations 
2. Over qualification for jobs 
3. Unresponsiveness to authoritarian management 
Middle managers: 
1. Lack of influence in decision making 
2. Frequent layoffs during recessions 
3. Declining earning power 
Blue collar workers 
1. Lack of mobility out of blue color jobs 
2. Lack of respect given by media 
3. Low pays uninteresting work (Hughy, 96). 
Young workers: 
Demographic changes in the work force are contributing to the downward 
trend in job satisfaction. Probably the most significant of these changes is the growing 
number of young employees. In the United States, out of a work force of more than 85 
million, 22.5 million are now under age 30. The baby-boom generation of the 1950s is 
entering the labor market in full force, and younger employees are consistently more 
dissatisfied than other employees. 
Part of the reason young employees are dissatisfied with their jobs is the 
nature of their job expectations. Many young employees begin their jobs with 
unrealistic expectations about how fulfilling and challenging their jobs will be. 
Finding that reality falls short of expectations, they are very disillusioned in their first 
decade of work. After age 30, expectations are modified and the job is seen in a more 
positive light. 
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Another reason young employees are dissatisfied is that many of them are 
overqualified for their jobs. Thus, college graduates are moving down to lower-
income and lower-status jobs, generating even further frustration (Hughy, p. 97). 
Middle Managers: 
Many middle managers feel that their company would not act to do 
something about their individual problems; loyalty to the employer, once high among 
this group of workers, is now much lower. 
Middle managers today feel they lack influence in organization decision 
making. They often have to implement company policies that they don't understand 
and don't agree with. Moreover, because middle managers' productivity is often hard 
to measure and their functions often seem nonessential, middle management is the 
easiest place to cut during recessions. Even the relative earning power of the middle 
manager has declined substantially. Very few middle managers can afford to support 
their families on their own salaries (Hughy, p. 98). 
Blue collar workers: 
Many blue-collar workers do not believe that there is a great deal of 
opportunity for them or their children to move up the ladder of success. 
Second, many blue-collar workers are frustrated by the lack of respect with 
which they are portrayed by the media such as the plumbers who work only twenty-
hour weeks and earn $ 500. The portrait of blue-collar workers that emerges from the 
mass media implies that they are the problem, not that they have problems. 
Third, there is an increasing feeling among blue-collar workers that there are 
not enough of the good things in life to go around - and that they have received the 
short end of the stick. Most blue-collar workers are barely keeping up with inflation; 
many of their jobs are being automated or eliminated; many of their jobs are still 
characterized by low skill variety and little real autonomy (Hughy, p. 98). 
9. How satisfied are People in Their Jobs 
Are most people satisfied with their jobs? Independent studies, conducted 
among U.S. workers over the past 30 years, generally indicate that the majority of 
workers are satisfied with their jobs. Moreover, these results are generally applicable 
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to other developed countries. For instance, comparable studies among workers in 
Canada, Mexico, and Europe indicate more positive than negative results. 
In spite of the generally positive results, recent trends are not encouraging. 
The evidence indicates a marked decline in job satisfaction since the early 1990s. A 
conference Board study found that 58.6 per cent of Americans were satisfied with 
their jobs in 1995. By the year 2000, that percentage was down to 50.7. This 
intuitively seems surprising since those five years were ones of economic expansion, 
increased incomes, and a strong labor market. Apparently, economic prosperity 
doesn't necessarily translate into higher job satisfaction. And even though all income 
groups in the Conference board study indicated lower job satisfaction in 2000 than in 
1995, money did seem to buy some happiness. Job satisfaction increased directly with 
pay for every income category in both 1995 and 2000. 
What factors might explain this recent drop in job satisfaction? Experts 
suggest it might be due to employers' efforts at trying to increase productivity through 
heavier employee workloads and tighter deadlines. Another contributing factor may 
be a feeling, increasingly reported by workers, that they have less control over their 
work. But does the fact that job satisfaction increases with pay mean that money can 
buy happiness? Not necessarily, while it's possible that higher pay alone translates 
into higher job satisfaction, an alternative explanation is that higher pay is reflecting 
different types of jobs. Higher-paying jobs generally require higher skills, give 
incumbents greater responsibilities are more stimulating and provide more challenges, 
and allow workers more control. So it may be that the reports of higher satisfaction 
among better-paid workers reflect the greater challenge and freedom they have in 
their jobs rather than the pay itself (Robbins, p. 79). 
10, Job Satisfaction/job Dissatisfaction Outcomes 
Job satisfaction outcomes: 
We see that job performance includes many potential outcomes. Some are of 
primary value to the organization - the objective outcomes, for example. Other 
outcomes (such as job satisfaction) are of primary importance to the individual. Job 
performance is without doubt a complex variable that depends upon the interplay of 
numerous factors. Managers can make some sense of the issue by understanding the 
motivational implications of jobs through the application of job analysis (Ivankovich, 
2002, p. 234). 
121 
Job Satisfaction and Performance: 
First, the relationship between job satisfaction and job performance is weak. 
Empirical research studies suggest that these two variables are not closely related to 
each other in any simple fashion. Other factors besides job satisfaction - for instance, 
the condition of the work equipment or the worker's own abilities, skills, problem-
solving approaches have a much greater impact on how much a person can produce 
than his or her job satisfaction does. 
Second, there is substantial evidence to suggest that job performance leads 
to job satisfaction, rather than vice versa. As the model in Figure 3.6 indicates, 
performance leads to satisfaction, and rewards play a major role in the relationship. 
Employees who perform well should receive both more intrinsic rewards 
and more extrinsic rewards. Workers who have successfully completed their jobs will 
receive more intrinsic rewards as a result of their efforts. Moreover, employees who 
perform well should also receive more extrinsic rewards (e.g., pay and promotions) in 
recognition of their superior work. As a result of all these rewards, the best performers 
will also be the most satisfied workers. 
In contrast, employees who perform poorly will probably feel worse about 
their competence and will probably also receive less pay and fewer promotions. 
Consequently, the model would predict that these poor performers will be less 
satisfied with their job (Hughy, p. 92-93), 
Figure No. 3.6: The relationship between satisfaction and performance 
Perceive equity 
of rewards 
Intrinsic rewards 
Performance 
(Accoinplishment) 
Satisfaction 
Extrinsic rewards 
Source; Adapted from Lawler, E.E., III & Porter, L., W. 1967), p. 23. 
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Managers' interest in job satisfaction tends to center on its effect on 
employee performance (Robbins, p. 79). One of tlie most widely debated and 
controversial issues in the study of job satisfaction are its relationship to job 
performance or effectiveness. The general views on this relationship have been 
advanced: (1) job satisfaction causes job performance; (2) job performance causes job 
satisfaction; and (3) the job satisfaction-job performance relationship is moderated by 
other variables such as rewards. Exhibit 3.7 shows each of these viewpoints 
(Ivankovich, p. 122). 
Figure No. 3.7 
Causes 
1. Job satisfaction ^ Job performance 
"The satisfied worker is more productive" 
Causes 
2. Job performance • Job satisfaction 
"The more productive worker is satisfied" 
Perceived equity 
3. Job performance • Reward • Job satisfaction 
Source: Ivankovich, p. 123. 
The first two views have mixed, but generally weak, research support. Most 
studies dealing with the performance-satisfaction relationship have found low 
association between performance and satisfaction. The evidence is rather convincing 
that a satisfied employee is not necessarily a high performer. Managerial attempts to 
make everyone satisfied will not necessarily yield high levels of productivity. 
Likewise, the assumption that a high performing employee is likely to be satisfied is 
not well supported. 
The third view suggests that satisfaction and performance are related only 
under certain conditions. A number of other factors, such as employee participation, 
have been posited as affecting the relationship (J.A. Wagner, p. 312-30). Most 
attention, however, has focused on rewards as moderating the relationship. Generally, 
this view suggests that the rewards one receives as a consequence of good 
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performance, and the degree to which these rewards are perceived as reasonable or 
equitable, affect both the extent to which satisfaction results from performance and 
the extent performance is affected by satisfaction. This means that if an employee is 
rewarded for good performance and if the reward is deemed fair by the employee, job 
satisfaction will increase (or remain high). This in turn will have a positive effect on 
performance, leading to additional rewards and continued higher levels of job 
satisfaction (Ivankovich, p. 123). 
A more accurate statement of the relationship is that high performance 
contributes to high job satisfaction. The sequence shown in Figure 3-8 is that better 
performance typically leads to higher economic, sociological, and psychological 
rewards. If these rewards are seen as fair and equitable, then improved satisfaction 
develops because employees feel that they are receiving rewards in proportion to their 
performance. On the other hand, if rewards are seen as inadequate for the level of 
performance, dissatisfaction tends to arise. 
Alternatively, a different scenario emerges if performance is low. Employees 
might not receive the rewards they were hoping for and dissatisfaction can result. 
Under these circumstances, the employee might exhibit one or more negative 
behaviors, such as turnover, absenteeism, tardiness, theft, violence, or poor 
organizational citizenship. Each of these on undesirable by product of dissatisfaction 
(seen in the lower portion of Figure 3.8) will now be explored. (Keith Davis - P. 213). 
Figure No. 3.8: The performance satisfaction-effort loop 
->• Performance —• Rewards • Perception of • Satisfaction or 
Economic equity in rewards dissatisfaction 
Sociological Fair 
Psychological Unfair 
Greater or ^ Greater or lesser _. 
Lesser effort commitment 
Turnover 
Abscnlccisni 
Tardiness 
Thefl 
Violence 
Poor organizational citizenship 
Source: Keith Davis, p. 213. 
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Satisfaction and Productivity: As the "Myth or Science?" box concludes, happy 
workers aren't necessarily productive workers. At the individual level, the evidence 
suggests the reverse to be more accurate - that productivity is likely to lead to 
satisfaction. 
Interestingly, if we move from the individual level to that of the 
organization, there is renewed support for the original satisfaction - performance 
relationship. When satisfaction and productivity data are gathered for the organization 
as a whole, rather than at the individual level, we find that organization with more 
satisfied employees tend to be more effective than organizations with fewer satisfied 
employees. It may well be the reason that we haven't gotten strong support for the 
satisfaction-causes-productivity thesis and that the studies have focused on 
individuals rather than on the organization and that individual-level measures of 
productivity don't take into consideration all the interactions and complexities in the 
work process. So while we might not be able to say that a happy worker is more 
productive, it might be true that happy organizations are more productive (Robbins, p. 
80). In the following figure No. 3.9 the relationship between satisfaction and 
productivity has been shown (Aryyie, M. p. 239). 
Work hard to 
for get troubles 
Productivity 
Work hard 
when satisfied Happiest when 
taking things easy 
Figure No. 39. The relafionship 
between productivity and satisfaction 
Satisfaction 
Source: Aryyie M., The social psychology of work. Penguin Book Ltd. (1974), p. 239 
(Laurie.j .Mullins, 1998, management and organizational behavior, 
Wheeler Pub,, p. 337) 
The Influence of Job Satisfaction on Life Satisfaction: 
Is there a relationship between job satisfaction and life satisfaction? It seems 
reasonable to assume that individuals who are happy with their jobs would tend to be 
happy with life in general. (Or are individuals who are happy with life in general 
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happy with their job situation?) Alternatively, do people who dislike their jobs also 
tend to dislike important things in their life, for example, family and leisure activities? 
One study did find that unhappy workers were also unhappy with life in 
general. More importantly, the study concluded that job satisfaction influences life 
satisfaction more than life satisfaction influences job satisfaction. This relationship is 
especially significant when unhappy workers attach high importance to their jobs. 
When a worker attaches high importance to the job while, at the same time, being 
dissatisfied with it, general life discontent could very well develops. In the 1960s, it 
was thought that a dissatisfied worker would compensate for job discontent through 
rewarding acfivities outside of the organization, such as becoming more family 
oriented and getting more involved with fraternal and voluntary organizations or 
community projects. The above mentioned study argues against that idea. Dissatisfied 
workers on the job were dissatisfied in life as well. Satisfied workers on the job were 
also satisfied with life (James, p. 83-84). 
Job Satisfaction and OCB: 
It seems logical to assume that job satisfaction should be a major 
determinant of an employee's organizafional cifizenship behavior (OCB). Satisfied 
employees would more likely seem to talk positively about the organization, help 
others and go beyond the normal expectafions in their job. Moreover, satisfied 
employees might be more prone to go beyond the call of duty because they want to 
reciprocate their positive experiences. Consistent with these thinking, early 
discussions of OCB assumed that it was closely linked with safisfaction. More recent 
evidence, however, suggests that satisfaction influences OCB, but through perceptions 
of fairness. 
There is a modest overall relationship between job satisfaction and OCB. 
But satisfaction is unrelated to OCB when fairness is controlled for. What does this 
mean? Basically, job satisfaction comes down to conceptions of fair outcomes, 
treatment, and procedures. If you don't feel like your supervisor, the organizafion's 
procedures, or pay policies are fair, your job satisfacfion is likely to suffer 
significantly. However, when you perceive organizational processes and outcomes to 
be fair, trust is developed. And when you trust your employer, you're more willing to 
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voluntarily engage in behaviors that go beyond your formal job requirements 
(Robbins, p. 82-3). 
Job Satisfaction and Customer Satisfaction: 
Employees in service jobs often interact with customers. Since the 
management of service organizations should be concerned with pleasing those 
customers, it is reasonable to ask: Is employees satisfaction related to positive 
customer outcomes? For frontline employees who have regular contact with 
customers, the answer is "Yes". 
The evidence indicates that satisfied employees increase customer 
satisfaction and loyalty. Why? In service organizations, customer retention and 
defection are highly dependent on how front-line employees deal with customers. 
Satisfied employees are more likely to be friendly, upbeat, and responsive - which 
customers appreciate. And because satisfied employees are less prone to turnover, 
customers are more likely to encounter familiar faces and receive experienced service. 
These qualities build customer satisfaction and loyalty. In addition, the relationship 
seems to apply in reverse: dissatisfied customers can increase an employee's job 
dissatisfaction. Employees who have regular contact with customers report that rude, 
thoughtless, or unreasonably demanding customers adversely effect the employees' 
job satisfaction (Robbins, p.83). 
Job Dissatisfaction Consequences: 
Assume that a person becomes dissatisfied with his job. What does this 
mean for behavior and performance? Does it mean anything at all? (Kroman, p.226). 
One answer is that the question posed above, while it is the one that has 
generally been asked in these studies, is not the correct one. Rather, the question that 
should be the subject of investigation is under which conditions does job 
dissatisfaction lead to decreased performance and under which conditions does it not. 
(Korman, p. 227). 
Some consequences of job dissatisfaction are given as under: 
Absenteeism: 
We find a consistent negative relationship between satisfaction and 
absenteeism, but the correlation is moderate - usually less than +.40. While it certainly 
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makes sense that dissatisfied employees are more likely to miss work, other factors 
have an impact on the relationship and reduce the correlation coefficient. 
Organizations that provide liberal sick leave benefits are encouraging all their 
employees - including those who are highly satisfied - to take days off. Assuming 
that you have a reasonable number of varied interests, you can find work satisfying 
and yet still take off work to enjoy a three-day weekend or tan yourself on a warm 
summer day if those days come free with no penalties (Robbins, p. 80). 
An excellent illustration of how satisfaction directly leads to attendance, 
when there is a minimum impact from other factors, is a study done at Sears, 
Roebuck. Satisfaction data were available on employees at Sears's two head quarters 
in Chicago and New York. In addition, it is important to note that Sear's policy was 
not to permit employees to be absent from work for avoidable reasons without 
penalty. The occurrence of a freak April 2 snowstorm in Chicago created the 
opportunity to compare employee attendance at the Chicago office with attendance in 
New York, where the weather was quite nice. The interesting dimension in this study 
is that the snowstorm gave the Chicago employees a built-in excuse not to come to 
work. The storm crippled the city's transportation, and individuals knew they could 
miss work this day with no penalty. This natural experiment permitted the comparison 
of attendance records for satisfied and dissatisfied employees at two locations - one 
where you were expected to be at work (with normal pressures for attendance) and the 
other where you were free to choose with no penalty involved. If satisfaction leads to 
attendance, when there is an absence of outside factors, the more satisfied employees 
should have come to work in Chicago, while dissatisfied employees should have 
stayed home. The study found that on this particular April 2, absenteeism rates in 
New York were just as high for satisfied groups of workers as for dissatisfied groups. 
But in Chicago, the workers with high satisfaction scores had much higher attendance 
than did those with lower satisfaction levels. These findings are exactly what we 
would have expected if satisfaction is negatively correlated with absenteeism 
(Robbins, p. 81). 
Turnover: 
Satisfaction is also negatively related to turnover, but the correlation is 
stronger than what we found for absenteeism. Yet, again, other factors such as labor-
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market conditions, expectations about alternative job opportunities, and length of 
tenure with the organization are important constraints on the actual decision to leave 
one's current job. 
Dissatisfied employees are the most likely to quit their jobs altogether 
(turnover) and to be absent frequently from work. Withdrawing from the workplace 
allows employees to avoid the unpleasant or punishing aspects of their work 
environment. 
If employees do not have a variety of alternative places of employment -
due to geographical constraints, family responsibilities, bad economic times, or very 
specialized skills - they will be unlikely to leave their jobs even if they are highly 
dissatisfied (Hughy, p. 94). 
Figure No. 3.10. Relationships of job satisfaction to turnover and absences 
High 
Turnover 
B 
O 
O 
Low 
Low High 
Turnover and absences 
Source; Keith Davis, p. 214 
Employee turnover can have several negative consequences, especially if the 
turnover rate is high. Often it is difficult to replace the departed employees, and the 
direct and indirect costs to the organization of replacing trained workers are 
expensive. The remaining employees may be demoralized from the loss of valued 
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coworkers, and both work and social patterns may be disrupted until replacements are 
found. Also, the organization's reputation in the community may suffer. However, 
some benefits may arise from turnover, such as more opportunities for internal 
promotion and the infusion of expertise from newly hired employees. In other words, 
turnover may have functional effects. 
Figure 3.11 illustrates the relationship between employee attitudes toward 
the organization and the organization's attitudes toward the employee. Desirable 
turnover represented by cells b and d; the undesirable turnover of cell c should be 
minimized. Situations contributing to cell a should be encouraged; in this cell are 
valued employees who wish to remain with the organization. The message for 
managers is to look beyond overall turnover rates and examine instead the 
functionality of each departure (Davis, p. 214). 
Figure No. 3.11: Four products of employee-organization attitudes 
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Source: Keith Davis, p. 215. 
Tardiness: Another way in which employees may exhibit their dissatisfaction with 
job conditions is through tardiness. A tardy employee is one who comes to work but 
arrives beyond the designated starting time. Tardiness is a type of short-period 
absenteeism ranging from a few minutes to several hours for each event, and it is 
another way in which employees physically withdraw from active involvement in the 
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organization. It may impede the timely completion of work and disrupt productive 
relationships with coworkers. Although there may be legitimate reasons for an 
occasional tardy arrival (like a sudden traffic jam), a pattern of tardiness is often a 
symptom of negative attitudes requiring managerial attention (Keith Davis, p. 216). 
Theft: There are many causes of employee theft, some employees may steal because 
they feel exploited, overworked, or frustrated by the impersonal treatment that they 
receive from their organization. In their own minds, employees may justify this 
unethical behavior as a way of reestablishing a perception of lost equity, or even 
gaining revenge for what they consider ill treatment at the hands of a supervisor. In 
contrast to the situation with absenteeism and tardiness, tighter organizational controls 
or incentive systems do not always solve theft problems, since they are directed at the 
symptoms and not at the underlying causes such as severe dissatisfaction (Keith 
Davis, 216-217). 
Violence: One of the most extreme consequences of employee dissatisfaction is 
exhibited through violence, or various forms of verbal or physical aggression at work. 
Although the source of violence can include customers and strangers, the effect is the 
same. Managers must increasingly be on the lookout for signs that employee 
dissatisfaction might turn into verbal or physical harm at work, and they must take 
appropriate preventive actions (Keith Davis, 217). 
Early Retirement: Another topic of recent interest is the relationship between job 
satisfaction and the decision to take early retirement. One might expect that the choice 
of whether to take early retirement would be influenced by level of job satisfaction. In 
a study of state civil servants, Schmitt and McLane found supportive evidence those 
employees who chose early retirement held less positive attitudes toward their 
positions than did those who chose to remain working. Job level was also associated 
with early retirement, in that individuals in lower level jobs were more likely to take 
advantage of the opportunity to retire than individuals in higher level position 
(Robert. Dryden, p. 124). 
Union Activity: Why do employees want unions? The evidence is strong that job 
dissatisfaction is a major cause of unionization. 
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In an important study of organizing union, researchers found that 
employees' interest in unionization is based on dissatisfaction with working 
conditions and a perceived laclc of influence to change those conditions. Employees 
become frustrated by low wages, by arbitrary and capricious discipline, and by 
uncorrected safety hazards. When employers fail to respond to employee complaints, 
employees realize that their power is not sufficient to deal with their employers. 
Collective action - unionization - may be their best solution. Satisfied employees are 
seldom interested in unions; they don't perceive that they need them. 
It is also not surprising that job dissatisfaction has an impact on other union 
activities, such as calling strikes or filing union grievances. Work units with low 
levels of job satisfaction do have more strikes and file more grievances than units with 
high levels of job satisfaction (Hughy, p 95). 
Other Effects: When a worker is dissatisfied with the supervisor, typical reactions 
may include: 
1. Avoiding the supervisor 
2. Complaining and arguing 
3. Rejecting demands and advice 
Work dissatisfaction may lead to the following reactions: 
1. Seeking a transfer 
2. Being absent or late 
3. Taking rest breaks 
4. Quitting 
The author of the results of this study notes that Table No. 3.12 does not include all 
employee reactions to satisfying and dissafisfying job facets. However, managers and 
supervisors would benefit from studying the reactions to dissatisfying job facets in 
order to identify and change the job facets that tend to be linked with dysfunctional 
employee behaviors (James, p. 83). 
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Table No. 3.1 Types of Actions Typical Appraisal of the Job Situation and Its 
Aspects 
Object of Appraisal 
Job as a whole work itself 
Own past performance 
Assigned work goals 
(quotas; bogeys) 
Supervisor 
Coworkers 
Subordinates 
Promotion 
Pay 
Working conditions 
Actions following Positive 
Appraisals 
Stay on job. 
Come early; work late; seek 
transfer (if satiated); stay on 
job 
Maintain performance; set 
new (higher) goals; stay on 
job 
Accept goal; stay on job 
Approach (see company of); 
accept demands and advice; 
stay on job 
Approach (interact with); 
conform to norms (out of 
liking); stay on job 
Praise and recognize; interact 
with; retain; promote; stay on 
job 
Raise aspirations; stay on job 
Stay on job; modify effort 
(depending on judged 
connection to performance) 
Stay on job 
Actions Following Negative 
Appraisals 
Be absent or late; quit 
Seek transfer; be absent or late; 
take rest breaks; quit 
Increase effort; lower goal (and 
decrease effort); quit 
Reject goal (restrict output; 
complain; file grievance; 
strike; quit 
Avoid; complain and argue; 
use defense mechanisms; reject 
demands and advice; conform 
to demands; file grievance; 
strike; physical attack; quit 
Avoid; argue with; conform to 
norms (out of fear); be absent; 
quit 
Correct; teach; criticize; harass; 
fire; quit 
Complain; increase or decrease 
effort; lower aspirations; use 
defense mechanisms; quit 
Complain; strike; solicit 
competing offer; modify effort 
(depending on judged 
connection to performance); 
quit 
Tolerate; be absent or late; 
complain; quit 
Source: E. Locke, 'Mob Satisfaction and Job Performance: A Theoretical Analysis". 
Organizational Behavior and Human Performance (1970), p.5. 
How employees can express dissatisfaction: 
Employee dissatisfaction can be expressed in a number of ways. For 
example, rather than quit, employees can complain, be subordinate, steal 
organizational property, or shirk a part of their work responsibilities. Figure 3.13 
offers four responses that differ from one another along two dimensions: 
constructive/destructive and active/passive. They are defined as follows: 
Exit: Behavior directed toward leaving the organization, including looking for a 
new position as well as resigning. 
Voice: Actively and constructively attempting to improve conditions, including 
suggesting improvements, discussing problems with superiors, and some forms 
of union activity. 
Loyalty: Passively but optimistically waiting for conditions to improve, 
including speaking up for the organization in the face of external criticism and 
trusting the organization and its management to "do the right thing". 
Neglect: Passively allowing conditions to worsen, including chronic 
absenteeism or lateness, reduced effort, and increased error rate (Robbins, p. 
82). 
Figure No. 3.12: Responses to Job Dissatisfaction 
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Source: C. Rushbult and D. Lowery, "When Bureaucrats Get the Blues", Journal of 
Applied Social Psychology, Vol. 15, No. 1, 1985, p. 83, reprinted with 
permission. (Robbins, p, 82) 
11. Job Satisfaction and Personal Variables 
The individual differences in job attitudes and job satisfaction exist. This is 
probably because of differences in the characteristics of the individuals. For some 
people most jobs will be dissatisfying, irrespective of the organizational conditions 
involved, whereas for others most jobs will be satisfying. In this section we shall 
review what seem to be the most important personal characteristics related to job 
satisfaction. (Korman, p. 225) 
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Age: Most of the evidence on the relationship between age and job satisfaction, 
holding such factors as occupational level constants, seems to indicate that there is a 
generally positive relationship between the two variables up to the pre-retirement 
years (approximately the early sixties) and then there is a sharp decrease (Saleh and 
Otis, 1964). On the other hand, there are studies that show no relationship between 
age and pay satisfaction (cf Schwab and Wallace, 1973). Given this ambiguity, it 
would be foolhardy to try to provide a theoretical framework for this relationship at 
this time (Kroman, p. 225). 
Educational level : There is a relatively consistent trend of evidence which indicates 
that, with occupational level held constant, there is a negative relationship between 
the educational level of the individual and his job satisfaction (particularly his pay 
satisfaction) (cf Centers and Cantirl, 1946; Cantril, 1943; Klein and Maher, 1966; 
Schwab and Wallance, 1973; Lawler, 1971). Most of the researchers in this area have 
explained their findings on the basis of theoretical frameworks similar to or identical 
with reference group theory. Simply, it can be argued that the higher the educational 
level of the individual, the higher the level of the group he looks to for guidance as to 
how he should evaluate his job rewards. The higher the reference point of any group 
looked to, the lower the level of satisfaction with any specific job outcome (Kroman, 
p. 226). 
Sex: There is as yet no consistent evidence as to whether women are more satisfied 
with their jobs than men, holding such factors as job and occupational level constant. 
The discovery that jobs are as important to the life satisfaction of women as they are 
to men (Kavanagh, 1974) has to have a profound effect on satisfaction studies of 
women (Kroman, p. 226) 
Females are also more likely to be found in lower level jobs. Historically, 
lower female expectations for employment opportunities have been fairly consistent 
with the lack of opportunities for women. Evidence of sex differences in job 
satisfaction levels has been mixed. It is likely, however that rising expectations of 
women in the labor force will produce differences in job satisfaction between the 
sexes. (Dryden, p. 120). 
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Personality and Job Satisfaction: 
One of the most serious omissions in job satisfaction research has been the 
consideration of personality as an important influence. The study of personality and 
the study of job satisfaction are each very complex when investigated singularly and 
even more complex in combination. While research has been done concerning the 
relationship of personality and job satisfaction, the results have been too mixed to 
draw many useful conclusions. 
It is known that personality is very important in job preference and job 
choice. 
Some experts believe that the impact of an individual's personality is 
dissipated during the vocational choice process. In other words, personality will have 
more of an impact upon the vocational choice than upon the job satisfaction 
experienced after the choice has been made. 
One possible influence of personality on satisfaction can be partially 
explained by the role of one's self-concept. The self-concept is a dimension of 
personality which has received some attention in the explanation of job choice. People 
have a certain image of themselves and attempt to find a job which is compatible with 
this image. If the match between image and job is successful, an individual will be 
satisfied with the vocation. If the self-image and the job are not compatible, the 
person will be dissatisfied (Jame, p. 79). 
Any other variables: 
Job level: One of the most important variables is job level. Satisfaction is higher 
among workers in higher-level positions, while satisfaction tends to be lowest among 
holders of jobs that can be characterized as hot, heavy or dangerous, such as work in 
steel mills and unskilled jobs. 
Length of service: Length of service and race are also frequently correlated with job 
satisfaction. Individuals with less time on the job and black workers are, in the 
aggregate, somewhat more dissatisfied than "long-termers and white workers. Of 
course it is difficult to draw any firm conclusions from such correlation evidence 
because job level is also associated with length of service and race. Long-termers tend 
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to be in higher level jobs; black workers tend to be less educated and are more likely 
to hold unskilled positions (Dryden Robert, p. 120). 
Organizational size: Organizational size has been identified as a correlate of job 
satisfaction. Employees in smaller organizations tend to be more satisfied than 
employees in larger organizations. The size of an organization may not in and of itself 
affect job satisfaction, but rather size is associated with more specific sources of 
satisfaction (Dryden, Robert, p. 121). 
12. How Satisfaction Develops 
Two people doing exactly the same job in the same work environment may 
have drastically different feelings about their level of job satisfaction. But the various 
facets of job satisfaction could be the same for each person. 
An individual's expectancies are very important in determining job 
satisfaction. Equity theory is concerned, in part, with the origination of these 
expectancies. Some expectancies are formulated as a result of one's beliefs about the 
rewards of others who have similar backgrounds, abilities, and positions. These 
individuals with whom one identifies for comparison purposes are known as referent 
others. 
Some of the situations that effect dissatisfaction have been outlined by Edward 
Lawler: 
1. People with high perceived inputs will be more dissatisfied with a given facet 
than people with low perceived inputs. 
2. People who perceived their job to be demanding will be more dissatisfied with a 
given facet than people who perceived their jobs as undemanding. 
3. People who receive a low outcome level will be more dissatisfied than those 
who receive a high outcome level. 
The more outcomes a person perceives in his comparison other to receive, 
the more dissatisfied he will be with his own outcomes. This should be particularly 
true when the comparison other is seen i.e. held a job that demands the same or lower 
inputs. (James P. 73-74). 
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Managers can create satisfied employees: 
A review of the evidence has identified four factors conductive to high 
levels of employee job satisfaction mentally challenging work, equitable rewards, 
supportive working conditions, and supportive colleagues, importantly; each of these 
factors is controllable by management. 
Mentally challenging work: People prefer jobs that give them opportunities to use 
their skills and abilities and offer a variety of tasks, freedom, and feedback on how 
well they are doing. These characteristics make work mentally challenging. 
Equitable rewards: Employees want pay systems and promotion policies that they 
perceive as being just unambiguous, and in line with their expectations. When pay is 
seen as fair based on job demands, individual skill level, and community pay 
standards, satisfaction is likely to result. Similarly, employees seek fair promotion 
policies and practices. Promotions provide opportunities for personal growth, more 
responsibilities, and increased social status. Individuals who perceive that promotion 
decisions are made in a fair and just manner, therefore, are likely to experience 
satisfaction from their jobs. 
Supportive working conditions: Employees are concerned with their work 
environment for both personal comfort and facilitating doing a good job. Studies 
demonstrate that employees prefer physical surroundings that are not dangerous or 
uncomfortable. In addition, most employees prefer working relatively close to home, 
in clean and relatively modern facilities, and with adequate tools and equipment. 
Supportive colleagues: People get more out of work than merely money or tangible 
achievements. For most employees, work also fills the need for social interaction. Not 
surprisingly, therefore, having friendly and supportive co-workers leads to increased 
job satisfaction. The behavior of one's boss is also a major determinant of 
satisfaction. Studies generally find that employee satisfaction is increased when the 
immediate supervisor understands and friendly, offers praise for good performance, 
listens to employees opinions, and shows a personal interest in them. 
The notion that managers and organizations can control the level of 
employee job satisfaction is inherently attractive. It fits nicely with the view that 
managers directly influence organizational processes and outcomes. Unfortunately 
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there is a growing body of evidence that challenges the notion that managers control 
the factors that influence employee job satisfaction. The most recent findings indicate 
that employee job satisfaction is largely genetically determined. 
Given these findings, there is probably little that most managers can do to 
influence employee satisfaction. In spite of the fact that managers and organizations 
go to extensive lengths to try to improve employee job satisfaction through actions 
such as manipulating job characteristics, working conditions, and rewards, these 
actions are likely to have little effect. The only place where managers will have any 
significant influence will be through their control of the selection process. If managers 
want satisfied workers, they need to make sure their selection process screens out the 
negative, maladjusted, trouble-making fault-finders who derive little satisfaction in 
anything about their jobs (Robbins, p. 85). 
13. Job Satisfaction of Managers 
Cummings and ElSalmi in their review of the literature agreed with Porter 
and Lawler that an increasing number of research reports involving managers have 
appeared since 1959. Although the motivation-hygiene theory (Herzberg et al.) is not 
limited to any organizational level, a number of managerial studies discussed in the 
Cummings-ElSalmi review were based on that theory. 
Porter described his research as an attempt to discover how managers 
perceive the psychological aspects or characteristics of their jobs. In this vein 
Cummings and ElSalmi wrote: 
He [Porter] was concerned with the relationships between several organizational 
variables (job level, line/staff type of jobs, total organization size, and flat/tall 
organization structure), on the one hand, and the manager's perception of needs and 
need satisfaction on the other... 
Some needs are more important to the individual manager than are others, 
just as they are for his subordinates at the lowest organizational level. The managers 
then value opportunities to satisfy these needs. If the opportunities to placate these 
needs are available in the work environment, the manager will have more job 
satisfaction than he would if they were not. 
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A manager may well be functioning at a different need level than lower level 
organizational members because he has had greater possibilities in the past to satisfy 
his lower-order need. Another distinction can be made in terms of different jobs 
within the organization. (Dorothy, p. 425-427). 
B. Researches conducted on Job Satisfaction 
1. Studies of the World: 
There are several different scales for the measurement of job satisfaction. The 
Job Description Index (JDI) by Smith (1979). This instrument yields measures of job 
satisfaction for 5 aspects of the work situation: work itself, supervision, coworkers, 
pay and opportunities for promotion, another instrument illustration features of 
special interest is Minnesota satisfaction Questionnaire (MSQ) developed by Weiss, 
Davis and Lofquiest (1967). It involves reinforcers in work environment such as 
ability utilization, advancement, financial compensation, relation with coworkers and 
supervisors, creativity, variety or work and working conditions. Minnesota 
Satisfaction Scales (MSS) was developed by Gibson (1970) to measure how 
satisfactorily individuals perform on their jobs. Minnesota Importance Questionnaire 
(MIQ) was designed by Gay (1971) to assess the relative value of different vocational 
needs for the individual. Minnesota Job Description Questionnaire (MJDQ) was 
devised by Borger and Tinsley (1968) to measure the kinds and amount of reinforcers 
provided by each job. 
Chandraiah. K. and Agrawal, S.C. et al. (2003) used five factors which include 
work, supervisor, co-workers, pay and promotion and used the job descriptive index 
questionnaire that has developed by Smith and Kendal in 1966 and they had studied 
sample for 105 managers in 6 large scale industries situated in and around Calcutta 
city, India. 
Van de ven and Ferry (1980) described job satisfaction as an effective reaction 
of feeling of employees with job, supervision, co-workers, pay and his/her current and 
future career progress. 
Sreedevi and M.S.P. Sindhuja (2005) conducted the study to find out the degree 
of satisfaction with the sub components of communication in the organization and 
also job satisfaction among faculty members. The study was conducted in S.V. 
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University, Tirupati. The total sample size was 125. Among them 25 were Professors, 
44 readers and 56 were lecturers. Majority of the faculty members were satisfied with 
their jobs, however, the degree of satisfaction of the faculty members in the 
organization was considerably different as per their hierarchy and status in the 
organization. 
S. Narayan Rao (1986) tried to examine the relationship between sex differences 
and job satisfaction and found that there was no difference in job satisfaction on the 
basis of sex. Length of service was found to be significantly related to intrinsic 
motivation among the primary school groups. The occupational level and job 
satisfaction were also found to be significantly unrelated among both the collegiate 
and the primary school groups. Job satisfaction was not found to be related to length 
of service. The collegiate teachers would have more job satisfaction than the primary 
school teachers. The long and medium service women teachers were more job 
satisfied in terms of their teaching. Chase (1951) reported women teachers to be more 
satisfied than men teachers (Hulin & Smith, pp. 88-92). 
Smith Barbara and Palco, H. (2003) have measured job satisfaction in the 
university of Carnegie Melton. In this survey, 771 staff members completed the 150 
questions. 
Employees were asked to rate their satisfaction with immediate supervisors, 
coworkers, opportunities... job satisfaction and the results were found as under: 
More than 75 per cent said they intend to remain with Carnegie Melton for at 
least three years. Sixty-three had plan for staying indefinitely. Many if not most, staff 
chose to be in a university environment because they valued the business they were in 
and the university work environment was very attractive to many people. 
Mishael Middaugh (1995), studied job satisfaction among the employees of 
Delaware University. The majority of DU professional and salaried staff/ employees 
were satisfied with their jobs and the university, like the kind of work they were doing 
and thought UD benefits are excellent. The employees were most satisfied with 
overall benefits, their jobs, and job sadsfacdon was low in recognition. There was no 
difference in job satisfaction between male and female employees. 
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Dixit (1993) probed job satisfaction of male and female in primary school 
leacliers with respect to service conditions vi/. salary, physical facilities, institulional 
plans and policies, satisfaction with authorities, social status, family welfare, and 
rapport with students and relationship with coworkers. The results revealed that the 
female teachers were more satisfied than male teachers with regard to their salary, 
promotion, authority, institutional plans and policies. The female teachers also 
enjoyed good rapport with the students and better relationship with their coworker. 
Nazrul Islam (2003) dialed with the job satisfaction of women workers and 
managerial policies of Garment companies in Bangladesh in his study. The results 
that followed indicate that the age of Bangladeshi women workers has a significant 
relationship with job satisfaction factors such as fair pay, salary, supervision. A 
positive significant correlation between the age of workers and fair pay argues that the 
higher the age of workers the more the pay will be perceived fair. Older workers have 
more salary and fair supervision. Higher skilled workers feel more fairness in pay, 
more work satisfaction, and get better salary. They have higher opportunity to 
perform more important tasks. 
Thompson (1971) found supportive supervisory styles to be associated with 
higher levels of job satisfaction. Herman (1973) concluded from his study that 
attitudes differ from performance. They affect it in one way or the other depending 
upon their nature. This finding supports Lawler's hypothesis that indicated that the 
higher pay is associated with higher satisfaction. Females are significantly more 
satisfied with their pay than males. 
Hulin and Smith (1957) in their study indicated significant differences between 
males and females for job satisfaction, with females less safisfied with their job. 
Wild and Dawson (1957) examined the effect of age, marital status and length 
of service on the relative importance of factors responsible for job safisfaction. Their 
finding was that age and marital status did affect the perceived importance of various 
aspects of their job and the importance of pay. 
Saleh Shoukry. D. and Jayl Otis (1964) have studied the relationship between 
age and job satisfaction in a company manufacturing electrical appliances and several 
other companies engaged in the production of chemicals, oil, and the results 
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confirmed the hypothesis that the level of job satisfaction increases with age until the 
pre retirement period when it declines. 
Hulin Charles & Smith Patricia Cain (1964) found that the female workers were 
significantly less satisfied than their male counterparts. 
Benge (1944) and Stockford and Kunze (1950) concluded that women are more 
satisfied than men, while Cole (1940) reported women to be less satisfied than men. 
Hulin and Smith (1964) found that the male workers were more satisfied with 
their work than the females. 
Klein S.M. and Maher, R.J. (1966) found college educated managers to be less 
satisfied with pay company to non-college educated group. Education was found to be 
negatively related to satisfaction. The college educated group is significantly less 
satisfied than the non college educated group on both of the items. 
Wild Ray and Dawson, J. A. (1972) have reported that the age and marital status 
have significant effects on the relationship of job attitudes to job satisfaction. In 
particular the relationships of the attitudes to pay, supervision, physical working 
conditions mental vs. physical work and social peer relations with job satisfaction 
appear to be influenced by these biographical variables. Age appears to affect the 
extent to which the attitude to self-actualization is related to job satisfaction. The 
relationship of many of the job attitudes to overall job satisfaction is clearly affected 
by the third biographical variable - length of service. 
Garske, Gregory G. (1999) examined the preferences and dislikes of job and 
career reported by a group of rehabilitation professionals. 66 Ohio rehabilitation 
counselors (mean age 43 years) who completed a questionnaire overwhelmingly 
reported that the most liked aspect of their job was working and assisting people to 
solve problems. They reported dealing with bureaucracies and paper mark on the most 
disliked aspects. Most of them expressed some degree of satisfaction with working 
conditions, salary and supervisors. 
Ducharme, Lori J. and Martin Jack K. (2000) beneficiaries of social support in 
the workplace have received only limited attention from sociologists. Work group 
interactions, especially social support received from coworkers, significantly 
contribute to job satisfaction. This article assesses the effects of co-worker support on 
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job satisfaction, paring particular attention to the nature and influence of instrumental 
coworker support both relative to and in conjunction with affective coworker support. 
Weaver, Charles N. and Hinson Shelley (2000) examined data from 21 
nationally representative opinion surveys from 1972 to 1996 on the job satisfaction of 
Asian-Americans. The authors suggested that the heterogeneous nature of Asian-
Americans language, culture and regency of immigration, indicate that they may 
report obtaining different amounts of satisfaction from their job. However, 199 Asian-
Americans reported job satisfaction more like 1,231 African-Americans than 1,709 
Euro-Americans and Asian-Americans from China, Japan, India and the Philippines, 
reported similar job satisfaction. These differences persisted when age, education, 
occupation and personal income were held constant. 
Ndiwane Abrahm, N. (2003) found that the nurses sampled in urban 
communities were more satisfied than their rural colleagues with work, pay and 
opportunities for promotions. Medical house officers were more satisfied with their 
pay than hospital nurses, but job satisfaction did not differ between these two groups. 
However, pay was significantly associated with job satisfaction for all categories of 
nurses. 
McsGracken, Carolyn, G. (2001) had used JDI consisting of six sub-scales, 
work on job, pay, opportunities for promotion, supervision, people on job, and job in 
general. Respondents of East Tennessee state University indicated high satisfaction in 
work, supervision, and people and job in general but showed dissatisfaction with pay. 
Negative feelings were measured in opportunities for promotion, with significantly 
less satisfaction for older, more experienced, tenured faculty and associate Professors. 
Non-tenured faculty members were significantly more satisfied in work and 
supervision than were tenured respondents. 
Winefield Tony (2001) had studied a sample from Australian university staff 
(9000) respondents in seventeen universities. The results indicated that job 
satisfaction was substantially low. 
Oswald, A. and Gardner, J. (2001) reported that the levels of job satisfaction 
were high in Britain. It was higher among women than men. 
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Simens S. & Scott, A. (2003) have reported female GP (General practitioners, 
Scottish) principals, white GP principals, female GP non principals and GP non 
principals aged under 40 years or 55 years and over reported higher levels of job 
satisfaction than male GP principals. GP principals from another ethnic background, 
male GP non-principals and GP principals aged between 40 and 56 yeas. Doctors who 
worked full time as a GP i.e. more than or equal to 50 having per week, were less 
likely to be satisfied with their job than part time doctors, women reported higher 
levels of job satisfaction. 
2. Indian Studies: 
Most Indian studies on job satisfaction, on the other hand, have concerned 
themselves with the specific aspects of work. These studies on managers/supervisors 
or workers have essentially used one of the following three methods of data 
collection. 
1. A variety of factors are provided to the respondents and they are asked to rank 
order them in terms of their contribution to their job satisfaction. These factors 
have been identified either on the basis of published research or individual 
experiences. Very little or no attempt has been made to identify a list of factors 
that may be unique to a specific industry or sample of study. 
2. Some others have used critical incidents method in the fashion in which it was 
used by Herzberg (1959) and have tried to identify the factors contributing to 
job satisfaction. Alternatively, using the rank order system as in 1 above, the 
respondents have been provided with the list of six motivators (achievement, 
recognition, responsibility, work itself, advancement, and growth) and ten 
hygiene factors (supervision, company policy and administration, working 
conditions, inter-personal relationship with superior, peer and subordinate, 
status, salary, job security, and factors in personal life) and have been asked to 
indicate those most important to them. 
3. Yet another set of studies, particularly dealing with managers and supervisors 
have used Porter's (1961) need satisfaction questionnaire. 
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Although quite a number of studies on what satisfies Indian employees have 
been conducted, in the following pages the results of a representative sample of these 
studies separately for managers/supervisors and the workers are presented. 
Managers/Supervisors: 
The results of a representative sample of 17 studies on managers/ supervisors 
from different organizations are summarized in Table No. 3.2. In this table only the 
top five factors contributing to job satisfaction have been indicated. On the question 
of what satisfies Indian managers/supervisors, the following conclusions can be 
drawn on the basis of data presented in the table: 
1. A variety of job ranking factors have been identified by managers/supervisors. 
Except for two factors - in domestic life and adequate money - all of them 
relate to job content category. So it is either achievement, responsibility, 
recognition, feeling of worth, or relationship with co-workers that seem to 
satisfy Indian managers/supervisors most. 
2. A total of 18 factors have been mentioned. If we count the frequency 
distribution of all the factors mentioned in Table No. 3.2 the following rank 
order emerges (Saiyadain, p. 18-19) 
Table No, 3.2: Ranking factors of Job 
satisfaction by Managers 
Factors 
Responsibility 
Wori< itself 
Recognition 
Achievement 
Relationship with boss 
Promotion 
Use of ability 
Home life 
Job security 
Growth 
Relationship with co-workers 
Working conditions 
Money/salary 
Organization 
Authority 
Cooperation 
Autononi)' 
Communication 
Rank 
1 
2 
3.5 
3.5 
5 
8.5 
8.5 
8.5 
8.5 
8.5 
8.5 
8.5 
12,5 
12.5 
16 
16 
16 
16 
Table No. 3.3: Ranking factors of Job 
satisfaction by workers 
.Source: .Saiyadain, p. 18, 
Factors 
Salary/wages 
Job security 
Advancement 
Fringe benefits 
Relationship with boss 
Work itself 
Relationship with co-workers 
Working conditions 
Responsibility 
Personal life 
Training facility 
Recognition 
Achievement 
Independence 
Facility for suggestion 
Health 
Company policy 
Rank 
1 
2 
3 
4 
5 
6 
7 
8 
10 
10 
10 
14,5 
14,5 
14,5 
14,5 
14,5 
14,5 
Source; Saiyadain, p, 19, 
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Workers: 
The results of a representative sample of 16 studies dealing with different 
samples of Indian workers from different organizations are summarized in table No. 
3.3. 
Table No. 3.4 
Top Five Factors Contributing to the Job Satisfaction of Managers and Supervisors 
Studies 
Ganguli (1965) First 
line supervisor N= 13 
Lahri & Srivastava 
(1967) Middle level 
managers N=93 
Sawlapurkar et al. 
(1968) Middle 
Managers N=30 
Padaki & Dolke 
(1970) Supervisors 
N=150 
Dayal & Saiyadain 
(1970) Technical 
supervisors N=20 
Dayal & Saiyadain 
(1970) Non-technical 
supervisors N=20 
Rao (1970) N=30 
Narain (1971) Public 
sector managers 
N=1213 
Bhattacharya(1972) 
Managers N=210 
Pestonjee & Basu 
(1972) Public sector 
managers N=50 
Pestonjee & Basu 
(1972) Private sector 
managers N=30 
Singhal & Upadhya 
(1972) Supervisors 
N=22 
Kumar, Singh & 
Keshato(1981 
Middle Managers 
N=29 
Lai & Bhardwaj 
(1981) Supervisors 
N=25 
Sinha & Singh 
(1995) Managers 
N=248 
Joshi & Sharma 
(1997) Managers 
N=125 
P'Rank 
Adequate money 
Responsibility 
Job contents 
Recognition 
Achievement 
Achievement 
Relation with co-
worker 
Feeling of 
worthwhile 
accomplishment 
Feeling of doing a 
worthwhile job 
Liking for work 
Domestic life 
Opportunity for 
promotion 
Nature of work 
Relation with co-
workers 
Knowledge 
utilization 
Job contents 
2"^  Rank 
Promotional 
opportunity 
Domestic life 
Opportunity for 
advancement 
Achievement 
Work itself 
Work itself 
Responsibility 
Recognition 
Obtaining 
cooperation 
from people 
Autonomy 
Liking for work 
Job security 
Adequate 
earning 
Responsibility 
Recognition 
Training 
3'" Rank 
Job Security 
Accompli-
shment 
Job security 
Salary 
Recognition 
Recognition 
Work itself 
Decision-
making 
authority 
Matching ability 
with job 
Responsibility 
Friendliness 
with supervisor 
Working 
condition 
Responsibility 
and 
independence 
Relation with 
supervisor 
Challenge 
Participative 
Management 
4'" Rank 
Sympathetic 
treatment from 
boss 
Job security 
Boss 
Promotion 
Responsibility 
Advancement 
-
Opportunity for 
personal growth 
Recognition 
outside the 
company 
Domestic life 
Best use of 
abilities 
Work group 
Respect and 
recognition 
Supervisor's 
help in work 
Peaceful life 
Communication 
5'" Rank 
Utilization of 
abilities on the 
job Company 
itself 
Company itself 
Responsibility 
Inter- personal 
relations 
Responsibility 
-
Promotional 
opportunity 
Work condition 
Relationship 
with co-workers 
Opportunity for 
growth 
Achievement 
Work itself 
Freedom 
Advancement 
Source: Saiyadain, pp. 22-25. 
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Table No. 3.5 
Top Five Factors Contributing to the Job Satisfaction of Workers 
Studies 
Bose(I951) 
Industrial workers 
N=400 
Ganguli(1954) 
Engineering factory 
workers N=3 80 
Sinha(1958) 
Manual workers 
N=100 
Ganguli(1958) 
Foundry workers 
N=100 
Singh & Wherry 
(1963) Factors 
workers N=200 
Lahiri & 
Chowdhuri(1966) 
Non-technical 
workers N=50 
Kapoor(1967) 
Factory workers 
N=39I 
Vaid (1968) Gang 
labour (road 
construction) N=75 
Desai (1968) Blue 
collar workers 
N=75 
Mukherjee(1968) 
Textile workers 
N=100 
Rao & Ganguli 
(1971) Skilled 
workers N=75 
Lai & Bhardwaj 
(1981) Skilled 
workers N=25 
Prakasam(1982) 
Operators N= 150 
Misra(1983) 
Clerical grade 
employees N=50 
Sinha & Singh 
(1995) Workers 
N=1795 
Nazir (1998) Bank 
clerks N=193 
Source: Saiyac 
r 'Rank 
Earning 
Earning 
Boss 
Adequate 
earnings 
Job security 
Adequate 
earnings 
Adequate 
earnings 
Adequate 
earnings 
Adequate 
earning 
Adequate 
earning 
Personal life 
Independence 
Security 
Inter- personal 
relations with 
co-workers 
Knowledge 
utilization 
Duration of 
work 
ain, pp. 22-24. 
2"" Rank 
Job Security 
Job security 
Suitable type 
of work 
Opportunity 
for 
advancement 
Adequate 
earnings 
Responsibility 
Housing 
Job security 
Good and 
sympathetic 
supervisor 
Opportunity 
for 
advancement 
Adequate 
earnings 
Responsibility 
Salary 
Job security 
Reorganization 
Nature of work 
3"* Rank 
Free medical 
aid 
Opportunity 
for 
advancement 
Good personal 
relations with 
colleagues 
Job security 
Adequate 
personal 
benefits 
Job security 
Job security 
Housing 
Job security 
Job security 
Opportunity 
for 
advancement 
Working 
conditions 
Advancement 
Inter- personal 
relations with 
boss 
Promotion 
Relation with 
co-workers 
4"' Rank 
Good and 
sympathetic 
supervisor 
Opportunity to 
learn the job 
Work 
according to 
health o 
Opportunity to 
learn the job 
Opportunity 
for 
advancement 
Opportunity 
for 
advancement 
Opportunity 
for 
advancement 
Opportunity 
for 
advancement 
Adequate 
personal 
benefits 
Opportunity 
for increased 
income 
Comfortable 
working 
conditions 
Relations with 
boss 
Recognition 
Fringe 
benefits 
Relationship 
at work 
Recognition 
5"' Rank 
Leave with 
more pay 
Sympathetic 
supervisor 
Work 
according to 
ability 
Adequate 1 
personal 
benefits 
Comfortable 
working 
conditions 
Interest in job 
Work group 
Work group 
Suitable type 
of work 
Suitable type 
of work 
Company 
policy and 
administration 
Personal life 
Achievement 
Facility to 
offer 
suggestions 
Work 
environment 
Work 
conditions 
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In India, seventeen studies conducted between 1962 and 1998 the samples were 
reviewed to examine the relationship between job satisfaction and age, marital status, 
education, income, number of dependent and length of service. These studies are 
summarized in Table No. 3.6. 
Table No. 3.6 
Relationship between Job Satisfaction and Personnel Characteristics 
Personal 
characteristics 
AGE 
MARITAL 
STATUS 
EDUCATION 
NUMBER OF 
DEPENDENTS 
INCOME 
YEARS OF 
EXPERIENCE 
No relationship 
Natraj & Hafeez (1965), Sinha 
&Nair (1965), Ghosh & 
Shukla( 1967), Rao (1970), 
Vasudeva&Rajbir(1976), 
Gupta(1980), Porwal(1980), 
Bhatt (1992), Zeeshan( 1996), 
Vasagam (1997), Nazir (1998) 
Sinha &Nair (1965), Ghosh & 
Shukla (1967), Sinha & 
Agarwala (1971), Bhatt (1992), 
Zeeshan(1996) 
Sinha & Sarma (1962), Natraj 
& Hafeez (1965), Sinha & Nair 
(1965), Ghosh & Shukla 
(1967), Vasudeva&Rajbir 
(1976), Zeeshan (1996) 
Sinha & Sarma (1962), Sinha & 
Nair(l965), Ghosh & Shukla 
(1967), Sinha & Agarwala 
(1971), Vasudeva&Rajbir 
(1976), Bhatt (1992), Nazir 
(1998) 
Sinha & Sarma (1962), Sinha & 
Nair (1965), Natraj & Hafeez 
(1965), Ghosh & Shukla 
(1967), Rao (1970), Sinha & 
Agarwala (197 l),Bose( 1984), 
Bhatt (1992), Zeeshan (1996) 
Natraj & Hafeez (1965), Ghosh 
& Shukla (1967), Rao (1970), 
Sinha & Agarwala (1971), Kaur 
(1984), Narayan Rao (1986), 
Pandey( 1992), Abraham 
(1994), Okalaetal.( 1994), 
Zeeshan (1996), Sharmaand 
Jyoti (2005) 
Positive relationship 
Guha (1965), Sinha & 
Agarwala (197 l),Kakkar 
(1983), Singh (1985), Dixit 
(1986), Srivastava( 1986), 
Okala and Eddy (1994), 
Birdietal. (1995), 
Chandraian (1995), Penda et 
al.(1996),Chandraiah, K. & 
Agrawal, S.C. (2003), 
Sinha & Sarma (1962), 
Okola and Eddy (1994) 
Rao (1970), Pandey( 1992), 
Padmanathi(1995), 
Vasagam (1997), Nazir 
(1998), 
Vasudeva&Rajbir (1976), 
Sharma(1980),Narchal, 
Alag&Kishore(1984), 
Parikh&Savlani(1985), 
Suar&Sharan(1994), 
Vasagam (1997), Nazir 
(1998), BhargavaS. & 
Kelkar (2000) 
Sinha & Nair (1965), 
Narchal, Alagh, & Kishore 
(1984), Saiyadain (1985), 
Vasagam (1997), Bhatt 
(1998) 
Negative relationship 
Sinha & Sarma (1962), 
Marchal, A. Lag & 
Kishore (1984) 
Guha (1965), Ghose& 
Shukla (1967), Rao 
(1970), Agarwal& 
Sinha(1971) 
Sinha & Agarwala 
(1971) 
Vasudeva & Rajbir 
(1976) 
Source: Saiyadain M. (2003), Human Resources Management, Tata McGraw Hill, New 
Delhi, pp. 35-36- by developing. 
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Also a number of studies on relationship between job satisfaction and gender have 
shown as under: 
1. Dixit (1993) the results revealed that the female teachers were more satisfied 
than male teachers also Padmavathi (1995) and Parda et al. (1996). 
2. Nagarthnamma and Bharthi (1990) Meena and Arezoo (1990) and Agarwal and 
Das (1990), the sex difference observed with regard to job satisfaction of 
incumbents. 
3. Mason et al. (1995) reported that men and women in management did not differ 
in terms of their job satisfaction. 
3. Iranian Studies: 
Haidar Ali, Hooman (2001) had studied 8000 samples which included 2000 
administrators and 6000 workers in Iran's governmental organizations within 10 
provinces (states). Researcher used MSQ questionnaire after developing it. The results 
have shown that - (i) the job satisfaction of employees are higher than managers, (ii) 
there was no significance difference in the job satisfaction between female and male, 
(iii) the workers with low qualification were more satisfied than with high 
qualification, (iv) generally manager's job satisfaction with increasing qualification 
up to Graduate level decreased but after Graduate up to PG level increased. 
Manjamed Z. et al. (2005) have studied level of job satisfaction of nursing 
personnel in Iran. Sample size was 4000. The result had shown that the majority of 
nurses had moderate level of job safisfaction in domains of working place situation 
(62.9%), relationship with colleagues (69.6%), professional situation (74.3%), 
supervision (57.6%), job satisfaction level was low in domains 2 test shown job 
security (63.5%) and salary and benefits (77.3%)) significant relationship between age, 
job position, level of education, job experience. 
4. Study for AMU: 
Mohd. Israrul Haque (2004) had studied job satisfaction on 1359 teachers (the 
sample size of 300) was considered adequate and representative. The academicians 
are moderately satisfied with their jobs 38 per cent (all dimensions) are satisfied. 
There is no significant difference in the attitudes of different respondents with respect 
to age. Both male and female academicians are moderately satisfied with their job but 
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male respondents are little more satisfied (m = 3.39 than the female respondents, f = 
3.31). Job satisfaction was found to be increasing with agent at decreasing rate. There 
is significant difference in job satisfaction between two groups. Teachers are high 
satisfied on work (job) moderately satisfied on autonomy in job, coworkers, salar>' 
and dissatisfied on promotion, physical facilities. 
Nasir Ali (1999) had carried out one survey in Aligarh Muslim University 
(JNMCH). Sample was 250 doctors (males = 142 and females = 108). In that study 
the result revealed that the female doctors were more satisfied than male doctors. It 
was found that high age group of doctors were significantly more satisfied than low 
age group of doctors. The high experience group's job satisfaction was more than low 
experience. The degree of job satisfaction among married doctors was significantly 
higher than the unmarried group of doctors and the married male doctors and 
unmarried male doctors did not differ significantly in terms of job satisfaction, but the 
groups of married female doctors and unmarried female doctors were significantly 
different with regard to the degree of job satisfaction. 
Erphan Sheeba (2002) had studied the sample of J.N.M.C.H. Aligarh Muslim 
University, Aligarh. The number of sample was 190 doctors and 170 paramedical 
staff The items of the questionnaire were related to working conditions, opportunities 
for promotion, social relationship, co-operation and benefits related to the job. The 
results had shown that the mean job satisfaction score of paramedical staff was higher 
than that of the doctors. The high and low age group of doctors and paramedical staff 
did not differ significantly with respect to their degree of job satisfaction. The high 
age group is slightly more satisfied than the low age group counterparts. 
The mean job satisfaction of male and female are almost equal. The two groups 
do not differ significantly. The mean scores of male and female doctors were 
compared in terms of their tenet of job satisfaction. It was found that the means of two 
groups were almost similar and these two groups did not differ significantly. 
The mean job satisfaction of high experienced group was significantly more 
than low experienced group. The married and unmarried did not differ significantly in 
terms of their degree of job satisfaction. Also the results for doctors and paramedical 
staff male and female were separately seemed. The level of job satisfaction between 
Muslims and Hindus did not differ. 
:5i 
The result also revealed that the occupational difference did not emerge as a 
contributory factor of job satisfaction. 
Faiz Md. Minhaj (2000), this study was conducted on 73 section officers from 
all offices and departments of AMU Aligarh. 
The results had shown that the mean satisfaction on the basis of salary decreased 
as the age group was going upward. On the basis of promotion policy, the condition 
was same as above. On the basis of working condition the situation was vice-versa. 
The level of satisfaction with supervisor increased with the increase in age group. The 
satisfaction level was decreasing as the age group was increasing. Same were the 
cases as above on the basis of statistics of the job, work load, possibility of 
achievement in the job and liberty in doing job., 
There was no significant difference in job satisfaction with salary, promotion, 
working condition, supervisor and subordinates in age groups. High age groups are 
more satisfied than low age groups with status of the job, workload and job 
achievement. It was also shown by the result that there was no significant difference 
in job satisfaction with salary and between high and low experience groups. As with 
promotion, working condition, supervisor, job status, work load and job achievement. 
There was no significant difference in job satisfaction level with salary, supervisor, 
and job status between graduate and post-graduate groups but the graduate group was 
more satisfied than post-graduate with promotion. Graduate was less satisfied than 
Postgraduate with work load, job achievement, briefly the section officers have been 
satisfied with all items of job satisfaction in AMU, Aligarh. 
5. Study for PNU: 
Hozoory Mohammad Javad (2003) had studied job satisfaction among PNU 
teachers. Researcher had selected 200 teachers as sample. The results of the study are 
presented as follows: 
1. Female teachers were more satisfied than male teachers. 
2. Teachers' job satisfaction was lower than average. 
3. Teachers' job satisfaction was very low with academic works. 
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4. There was significant difference on job satisfaction between teacliers with PG 
degree and Ph.D. degree (Academic works) (PG degree more than Ph.D. 
degree). 
5. Teachers were not satisfied with research policies and procedures regarding 
processing and approval. 
6. Female teachers were more satisfied than their male counterparts with respect to 
research policies and procedures. 
7. The teachers have been found satisfied with students' behavior but they were 
not so satisfied with the level of their scientific work. 
8. There was no significant difference between sex and job satisfaction, experience 
of teachers and job satisfaction on student's behavior in terms of job 
satisfaction. 
9. Teachers were found to be satisfied with supervisors (chairman/head). 
10. Teachers were satisfied with their salary to the extent of just an average. 
11. They were not satisfied with promotion. 
12. There was no significant difference on job satisfaction among teachers in terms 
of their co-workers. 
13. Teachers were not satisfied with facilities (female more than male) male 
teachers were more dissatisfied with the facilities (loans union, bonus, work 
place, computer, campus, chamber, insurance and any other services etc.) than 
the male teachers. 
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A. Research methodology 
(i) Importance of Subject 
Modern managers recognize that an organization's performance should 
be measured on human dimensions, as well as in terms of return on investment, 
market share, profit after taxes and the like. A variety of reasons support the 
desirability of attending to worker's satisfaction. Perhaps the foremost reason is a 
moral one. Consider that working is a requirement for most people. The 
alternative, a subsistence level existence based on government and charitable 
support, is unacceptable to most people. Given that most people must work, and 
that most people will spend the major portions of their adult lives at work, it can 
be argued that employers have a moral obligation to make the experience 
personally rewarding. 
Workers physical and mental well-being appear to be correlated with job 
satisfaction, in the sense that highly satisfied workers have better physical and 
mental health records. This evidence, however, is strictly correlation in nature. As 
a consequence it is difficult to say in which direction the "causal arrow" is 
pointing. It is also conceivable that other factors that may come into play (e.g., 
educational level and income) could be largely responsible for the observed 
correlations. Nonetheless, serious job dissatisfaction, as manifested by stress, can 
lead to a variety of physiological disorders, including ulcers and heart disease. 
Job satisfaction can also play an important role in a company's ability to 
attract and retain qualified workers. An organization's very survival vests heavily 
on its ability to keep its employees happy and satisfied and a company that is 
known to mistreat its personnel will have difficulty in drawing the best people to 
staff its positions. 
Low levels of job satisfaction have been related to such problems as job 
stress, accidents, absenteeism, turnover, increased grievances and union-
organizing activities against management. Because such problems can be costly 
and disruptive to an organization, they cannot be dismissed lightly. Thus, job 
satisfaction is exceedingly important for the well-being of the organization as well 
as for the individual (Vecchio, Robert. P. and Dryden, 1988, p. 117). 
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Employees with higher job satisfaction: 
o Believe that the organization will be satisfying in the long run 
o Care about the quality of their work 
o Are more committed to the organization 
o Have higher retention rates and 
o Are more productive (Bavendam, 2003) 
The most important evidence, which indicates that the conditions of an 
organization have worsened, is the low rate of job satisfaction. Job satisfaction is 
the condition of establishing a healthy organizational climate and environment in 
an organization (Kaya, Ebru 1995, p. 1-2). 
Individuals generally want to maintain their status, high rank and 
authority by making use of their capabilities such as knowledge, skills and ability. 
The individuals who cannot meet their expectations with regard to their jobs 
become dissatisfied. Thus, this dissatisfaction adversely affects those individuals 
as well as the organizations for which they work. 
.lob satisfaction is very important for a person's motivation and 
contribution to production. Job satisfaction may diminish irregular attendance at 
work, replacement of workers within a cycle or even the rate of accidents (Kahn, 
1973, p. 94). 
University employees are the indispensable cornerstones of society. Their 
qualifications and experiences are the fundamental determinants of the 
development of the institutions and organization of the academic services. 
Rendering effective service in the university depends on job satisfaction 
of employees specially teachers. As a result, job satisfaction is very important for 
the persons and their families, organizations and the society at large. 
Managers' interest in job satisfaction tends to focus on its effect on 
employee's performance. Researchers have recognized this interest, so we find a 
large number of studies that have been designed to assess the impact of job 
satisfaction on employee productivity, absenteeism and turn over etc. (Robbins, 
2002, p. 79). 
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(ii) Statement of the Problem 
To study the level of job satisfaction among the employees of AMU 
(India) and PNU (Iran) and to establish the relationship among various dimensions 
related to job satisfaction, we have the following questions: 
1. What is the level of job satisfaction among the employees of both the 
universities, AMU and PNU? 
2. What is the difference between AMU and PNU in terms of job satisfaction? 
3. What is the relationship between age and degree of job satisfaction? 
4. What is the relationship between sex and job satisfaction? 
s the relationship between marital status and job satisfaction? 
s the relationship between qualification and job satisfaction? -
s the relationship between teaching and non-teaching employees and 
isfaction? 
s the relationship between designations and job satisfaction? 
s the relationship between job status and job satisfaction? 
s the relationship between permanent and temporary employees and 
isfaction? 
s the relationship between level of income and job satisfaction? 
s the relationship between experience and job satisfaction? 
s the relationship between department and job satisfaction? 
s the nature of components of job satisfaction among employees of 
both the universities? 
5. 
6. 
7. 
8. 
9, 
10. 
11. 
12. 
13. 
14. 
What 
What 
What 
job sa 
What 
What 
What 
job sa 
What 
What 
What 
What 
(iii) Objectives of the Research 
The main objectives of the study are: 
1. To know the difference in the level of job satisfaction between the employees 
of AMU and PNU. 
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2. To determine elements, levels and nature of job satisfaction among the 
employees in both the universities. 
3. To know the relationship between age, sex, marital status, job status, 
qualification, designation, income, work experience and department with job 
satisfaction among the employees of both the universities. 
Benefits: 
The study will benefit in several ways by providing: 
• A clear picture of the items those are important to university employees for 
their job satisfaction. 
• A clear picture of any gap that exists between teaching and non-teaching 
staff of both the universities that hinderable to better perform their duties. 
While attempting to improve employee job satisfaction and reducing 
employee replacement costs, this knowledge of existing gap will definitely 
help the university administration. 
• A clear picture of employees' awareness of the items of job satisfaction 
provided and supported by the university may lead to changes in the 
employee orientation process and holding information sessions to increase 
individual knowledge and awareness. 
• An increased knowledge base for the frequent review of university policies 
and procedures. 
(iv) Definitions: 
Job Satisfaction: Job satisfaction is an attitude people have about their jobs. It 
results from their perception of their jobs and the degree to which there is a good 
fit between the individual and the organizafion. A number of factors have been 
associated with job satisfaction. Among the more important ones are as under: 
1. Job or work: Some of the tasks carried out by an employee and in a wider 
context, the social and physical environment in which he carries them out. Job is 
virtually synonymous with role (Hano Johannsen and G. Terry, 1990). 
Work: use of bodily or mental power in order to do or make (Oxford Advanced 
Learners, 1991). 
2. Supervision: The technical competence and the interpersonal skills of one's 
immediate boss (include operational level to top level). 
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3. Co-workers: The extent to which co-workers are friendly, competent and 
supportive. 
4. Promotional opportunities: The availability of opportunities for advancement. 
5. Pay: The amount of pay received and the perceived fairness of that pay. 
These factors of job satisfaction have also been depicted below with the 
help of a model: 
Figure No. 4.1 
Model incorporating important Factors influencing Job Satisfaction 
Work Supervisor 
* Complex 
* Creative 
* Fascinating 
* Good 
* Satisfying 
* Respected 
* Useful 
* Pleasant 
* Healthy 
* Gives sense of 
accomplishment 
Co-Workers 
* 
* 
* 
* 
* 
* 
* 
Stimulating 
Loyal 
Fast 
Responsible 
Smart 
Active 
Respect my privacy 
Pleasant 
Friendly 
Broad interests 
Promotion 
Fair 
Regular 
Promotion on ability 
Frequent 
Good opportunity 
for advancement 
\ / 
^^ ^ 
^ 
o 
a-
o /£3 
* Competent 
* Intelligence 
* Around when needed 
* Tactful 
* Praises good work 
* Even-tempered 
* Flexible 
* Good 
* Leaves me on my 
own 
* Tells me where I stand 
Pay 
* Good 
* Secure 
* Highly paid 
* Adequate for 
normal expenses 
* What I deserve 
* Income provides 
luxuries 
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(vi) Hypotheses 
The study has been designed to test the following hypotheses: 
1. There will be no higher than average job satisfaction among the employees of 
both the universities - AMU and PNU. 
2. There will be no significant difference in job satisfaction between the 
employees of AMU and PNU. 
3. There will be no significant difference in job satisfaction between high and 
low age groups of employees. 
4. There will be no significant difference in job satisfaction between males and 
females. 
5. There will be no significant difference in job satisfaction between married 
and unmarried employees. 
6. There will be no significant difference in job satisfaction between high and 
low qualified groups of employees. 
7. There will be no significant difference in job satisfaction between teachers 
and non teachers. 
8. There will be no significant difference in job satisfaction between 
managers/administrators and teachers. 
9. There will be no significant difference in job satisfaction between managers/ 
administrators and workers. 
10. There will be no significant difference in job satisfaction between permanent 
and temporary employees. 
11. There will be no significant difference in job satisfaction between high and 
low income employees. 
12. There will be no significant difference in job satisfaction between the more 
experienced and less experienced employees. 
13. There will be no significant difference in job satisfaction between support 
staff of academic and non-academic departments. 
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14. There will be no significant difference in the contributions of different 
dimensions of job satisfaction to total job satisfaction. 
15. There will be no significant difference in job satisfaction between AMU and 
PNU employees on work dimension. 
16. There will be no significant difference in job satisfaction between AMU and 
PNU employees on supervision dimension. 
17. There will be no significant difference in job satisfaction between AMU and 
PNU employees on coworkers' dimension. 
18. There will be no significant difference in job satisfaction between AMU and 
PNU employees on promotion dimension. 
19. There will be no significant difference in job satisfaction between AMU and 
PNU employees on pay dimension. 
20. There will be no significant difference in job satisfaction between AMU 
teachers and non-teachers on work dimension. 
21. There will be no significant difference in job satisfaction between AMU 
teachers and non-teachers on supervision dimension. 
22. There will be no significant difference in job satisfaction between AMU 
teachers and non-teachers on coworkers' dimension. 
23. There will be no significant difference in job satisfaction between AMU 
teachers and non-teachers on promotion dimension. 
24. There will be no significant difference in job satisfaction between AMU 
teachers and non-teachers on pay dimension. 
25. There will be no significant difference in job satisfaction between PNU 
teachers and non-teachers on work dimension. 
26. There will be no significant difference in job satisfaction between PNU 
teachers and non-teachers on supervision dimension. 
27. There will be no significant difference in job satisfaction between PNU 
teachers and non-teachers on coworkers' dimension. 
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28. There will be no significant difference in job satisfaction between PNU 
teachers and non-teachers on promotion dimension. 
29. There will be no significant difference in job satisfaction between PNU 
teachers and non-teachers on pay dimension. 
30. There will be no significant difference in job satisfaction between AMU and 
PNU teachers on work dimension. 
31. There will be no significant difference in job satisfacfion between AMU and 
PNU teachers on supervision dimension. 
32. There will be no significant difference in job satisfaction between AMU and 
PNU teachers on coworkers' dimension. 
33. There will be no significant difference in job satisfaction between AMU and 
PNU teachers on promotion dimension. 
34. There will be no significant difference in job satisfacfion between AMU and 
PNU teachers on pay dimension. 
35. There will be no significant difference in job satisfaction between AMU and 
PNU non-teachers on work dimension. 
36. There will be no significant difference in job satisfaction between AMU and 
PNU non-teachers on supervisor dimension. 
37. There will be no significant difference in job satisfaction between AMU and 
PNU non-teachers on coworkers' dimension. 
38. There will be no significant difference in job satisfaction between AMU and 
PNU non-teachers on promotion dimension. 
39. There will be no significant difference in job satisfaction between AMU and 
PNU non-teachers on pay dimension. 
(v) Scope of the Study 
In this study job satisfaction has been considered as a summation of 
employee's feelings in four important areas with their related aspect as follows: 
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1. Job Area: Nature of work, hours of work, fellow workers, opportunities on the 
job for promotion and advancement, overtime, overtime regulation, interest in 
work, physical environment, machines and tools etc. 
2. Management: Supervisory treatments, participation, reward and punishment, 
praises and blames, leave policy and favoritism etc. 
3. Personal Adjustment: Emotionality, health, home and living conditions, 
finances, relation with family members etc. 
4. Social relation: Neighbors friends and associates' attitude toward people in 
community, participation in social activities, sociability and caste barriers, etc. 
(Pestonjee, 1982, Singh, p. 13). 
So the present study has been done in both the universities, AMU, 
Aligarh, India and PNU, Iran, about job satisfaction of employees that included 
whole of personnel, such as teachers and non-teachers which includes 
administrative staff and workers having different designations and qualifications 
and covers whole of the departments. 
B. Research design 
(i) Sources of Data 
The data which constitute the raw material for statistical analysis are 
obtained from a variety of sources (Richmond Samuel, B, 1964, p. 12). 
(a) Secondary sources: Data that are already available i.e. they refer to the data 
which have already been collected; assembled and analyzed by some one else that 
is secondary data (Kothari, 2001, p. 117). Secondary sources are: (a) books, (b) 
journal, (c) magazines, (d) reports, (e) thesis, (f) internet sites, and news papers 
etc. 
So when an analyst uses data or records compiled or published elsewhere. 
He is using secondary data, if these records are published by an organization 
which did not pcrlorm the original observation or computation, but which 
assembled them from the records of other organization, they are secondary sources 
(Richmond, p. 12). 
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(b) Primary sources: The primary data are those which are collected afresh and 
for the first time and thus happen to be original in character. We can obtain them 
by methods as interview, questionnaires, schedules and observations etc. 
Primary sources are: (a) employees (academy members and staff members and 
administrators) (b) environment of universities (c) administrative documents (d) 
reports, etc. 
They are complied by the analyst or by his organization; they are called 
primary data (Richmond, p. 12). If he or his organization published these studies 
the publications are referred to as primary sources. 
(ii) Population Definition and Sample Size and Method of Drawing Sample: 
(a) Population: We shall use the terms "population" and "universe" 
interchangeably (Dixon and Massey, Jr., 1969). Since that the present research is a 
comparative study between the two universities - AMU and PNU, so population 
has been divided into two categories, (a) The population of AMU, (b) The 
population of PNU. 
(a/a) The Population of AMU Aligarh, India: 
The population of AMU includes all the employees (academic members 
or teaching staff which includes Professors, Readers and Lecturers) and non-
teaching staffing which includes administrators and other employees under various 
categories (both permanent and temporary). They are 7011 in number. The 
following tables presents a clear picture of the characteristics of AMU's 
population mainly faculty wise and category wise. 
As such the numbers of institutions and departments in this university are 
larger than PNU which includes various schools if the university and consequently 
the population is bigger. 
Table No. 4.1 
:74 
Population of teaching staff at AMU in terms of faculty and 
designations 
Name of the 
Faculty/College/ Unit 
Agricultural Sciences 
Arts 
Commerce 
Engg. & Tech. 
Law 
Life sciences 
Mgt. Studies and Research 
Medicine 
Science 
Social Sciences 
Theology 
Unani Medicine 
Women's College 
Interdisciplinary 
Biotechnology unit 
Total 
Professors 
04 
29 
06 
50 
04 
23 
03 
66 
37 
33 
-
09 
13 
-
Ill 
Readers, 
Selection 
grade 
Lecturers 
06 
40 
12 
80 
02 
18 
06 
61 
65 
60 
05 
12 
43 
01 
411 
Lecturers 
11 
62 
09 
149 
14 
21 
12 
84 
57 
63 
06 
14 
39 
3 
544 
Total 
21 
131 
27 
279 
20 
62 
21 
211 
159 
156 
11 
35 
95 
04 
1232 
Table No. 4.2 
Principals 
05 
Population of school teachers in AMU, in terms of designations 
PG teachers 
156 
TG teachers 
76 
Primary teachers 
41 
Total 
278 
Table No. 4.3 
Category A 
170 
Population of non-
Category B 
220 
teaching staff in AMU in terms of categories 
Category C 
2255 
Category D 
2855 
Total 
5501 
Total of population = 7011, (source: registrar office, AMU, 2005) 
(a/b) The Population of PNU - Iran: 
It includes all of the employees, teaching and non-teaching, permanent 
and temporary, workers and administrators in PNU - Iran. The total number of 
employees in AMU is 3564 persons. The following table indicates the 
characteristics of population in PNU: 
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Table No. 4.4 Population of teaching staff in PNU in terms of designation 
Compared groups 
Number 
Professor 
4 
Reader 
161 
Lecturer 
424 
Total 
589 
Table No. 4.5 Population of non-teaching staff in PNU in terms of 
qualifications 
Compared 
groups 
Number 
High 
school and 
less 
1267 
(HSC=747) 
Intermediate 
179 
Graduate 
1369 
Post-
graduate 
148 
Ph.D. 
2 
Total 
2975 
Table No. 4.6 Population of non-teaching staff in PNU in terms of 
designation 
Compared 
groups 
Number 
Incharge = 
grades D 
520 
Assistance 
expert == 
Grade C 
747 
Skilled = 
Grade B 
179 
Expert and 
manager = 
Grade A 
1519 
Total 
2975 
Source: rigestrar office, PNU 
PNU has not grade system. It has job levels; so on the basis of salary and 
qualification, researcher has equated it. 
(b) Determination of Sample Size and Method of Drawing Sample: 
(b/a) Sample Size at AMU Aligarh: 
If we apply a formula for determining the sample size. It will be a method 
that may be used to take the value of P = 0.5 (initial estimate of satisfaction) in 
this case 'n' will be the maximum and the sample will yield at least the desired 
precision. This will be the most conservative sample size. In this case we have the 
following (Kothari, C.R. 2001, p. 218); 
176 
N 7011 (population size), n = size of sample 
5%(acceptable error (the precision) 
1.96 (as per table of area under normal curve for the given confidence 
level of 95%). 
0.5 (the P value being the proportion of defectives in the universe. Now 
we can determine the size of the sample using all this information for 
this research as follows: 
n = 
Z .p.q.N 
e^(N-l)+Zlp.q 
(1.96)^(0.5) (1-0.5) (7011) 
(0.5)^(7011-1) + (1.96)^(0.5) (1-0.5%) 
n = 
0.960x7011 
.0025x7010+.960 
6733.3644 
26.196 
= 364 
As it is that the considered size of sample will be 364 employees but to increase 
confidence, validity and reliability, the sample size is chosen at 10% of population 
size of AMU. Thus the sample size in case of AMU comes out to be 701 
employees in number. 
Table No. 4.7 Sample size of teaching staff in AMU in terms of Faculty and 
Designation 
Name of the 
Faculty/College/ Unit 
Agricultural Sciences 
Arts 
Commerce 
Engg. & Tech. 
Law 
Life sciences 
Mgt. Studies and Research 
Medicine 
Science 
Social Sciences 
Theology 
Unani Medicine 
Women's College 
Interdisciplinary 
Biotechnology unit 
Total 
Professors 
-
3 
1 
5 
-
2 
-
7 
4 
4 
-
1 
1 
-
28 
Readers 
1 
4 
1 
8 
-
2 
1 
6 
6 
6 
-
1 
4 
-
41 
Lecturers 
1 
6 
1 
15 
1 
2 
1 
8 
6 
6 
1 
2 
4 
-
54 
Total 
2 
13 
3 
28 
2 
6 
2 
21 
16 
16 
1 
4 
9 
-
123 
[77 
Table No. 4,8 Sample size of school teachers at AMU in terms of designation 
Principals 
0.00 
PG teachers 
16 
TG teachers 
8 
Primary teachers 
4 
1 
Total 
28 
Table No. 4.9 Sample size of non-teaching staff at AMU in terms of 
designation 
Category A 
17 
Category B 
22 
Category C 
226 
Category D 
285 
Totai 1 
550 i 
Total of sample = 701 
(b/b) PNU sample size: 
If we apply a formula for determining sample size it will become an 
appropriate method would be to take the value of P = 0.5 (initial estimate of 
satisfaction in this case 'n' will be the maximum and the sample will yield at least 
the desired precision. This will be the most conservative sample size. In this case 
we have the following: 
N = 3564 (population size) n = Size of sample 
e = 5% acceptable error (the precision). Z = 1.46 (as per table of area under 
normal curve for the given confidence level of 95%, p = 0.5 (the P value being the 
proportion of defectives in the universe). Now using all the relevant data in 
connection with the present study the sample size would determined as under: 
(1.96)X0.5) (1-0.5) (3564) 
(%5)^(3564-l) + (1.96)2(0.5) (1-0.5) 
(3.841)^x0.5x0.5x3564 
.0064x3563+(3.861)^x0.25 
.960x0.25x3564 
.0025x3564x. 960 
3421.44 
9.8675 
= 346 
n = 346 
As a result of the above calculation the size of sample (n) will be 346 
employees. But to increase confidence, validity and reliability, the sample size is 
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selected at 10% of population size of PNU. Thus the sample size in case of PNU 
comes out to be 356 employees: 
Table No. 4.10 Sample size of teaching staff at PNU in terms of 
designation 
Professor 
1 
Reader 
16 
Lecturer 
42 
Total 
59 
Table No. 4.11 Sample size of Non-teaching staff at PNU in terms of 
designation 
Compared 
groups 
Number 
Expert and 
Administrative= 
Grade A 
152 
Skillful = 
Grade B 
18 
Assistant 
expert= 
Grade C 
75 
Incharge == 
Grade D 
52 
Total 
297 
Total = 356 
Composition of population and sample of both the universities: 
In addition, a combination of the population and samples of both the 
universities (AMU and PNU) are provided in the following table: 
Table No. 4.12Composition of population and sample of AMU and PNU 
Designation/ 
Name of 
University 
AMU, 
Aligarin, 
India 
PNU. Iran 
Total 
Teaching 
pop 
1510 
589 
2099 
% 
27 
16 
Sample 
151 
59 
210 
% 
10 
10 
Non- teaching 
pop 
5501 
2975 
8476 
% 
73 
83 
Sample 
550 
297 
847 
% 
10 
10 
Total 
pop 
7011 
3564 
10575 
% 
100 
100 
Sample 
701 
356 
1057 
% 
10 
10 
10 
Briefly as the same is considered, N = 10575, n = 1057in both the universities. 
Stratified random sampling method is used in the present research and the 
following steps have taken for choosing sample (Hafezniya 2003, p. 127). 
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1. The universe is first divided and subdivided into various groups/strata. 
2. Then a stratified random sample is chosen independently from each group. In 
this case groups/strata are designation, faculty/department, job status. 
3. Firstly the universe is classified and stratified as mentioned above. 
4. Then tables of universe items for each group were prepared. 
5. Percentage and contribution of each stratum were also calculated. 
6. Percentage and contribution of each stratum of the sample based on the 
contribution of universe strata were determined. 
7. Finally all are combined to have an overall sample size of the whole 
universe. This by using a simple random sampling method sample from each 
stratum is drawn. 
The researcher has drawn samples on the basis of above mentioned 
process/ stages by Statistical Package for Social Science (SPSS) by a computer 
and has considered 10% of population for each department and designation on the 
basis of stratified random sampling. It has been selected from among the lists of 
employees prepared in the Registrar's offices. 
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(iii) Research Instruments 
The following tools of information were used together from the subjects. 
Job Satisfaction Scale (J.S.S.): Job satisfaction questionnaire developed by Prof 
S.Y. Wysocki and G.M. Kromm (2002) was used to measure the level of job 
satisfaction of employees. It contains 41 items and each item to be answered on a 
5 point scale ranging on the continuum of maximumally to minimumally satisfied 
(Wysocki and Kromm, 2002). In addition to that the researcher has nine items 
rated for the demographic variables of the respondents. Also this questionnaire has 
been used by Stephen Robbins (2003). 
Biographical Information: The subjects were also requested to provide 
biographical information such as age, sex, marital status, qualification, 
designation, job status, income, work experience and department. The investigator 
personally contacted each employee and explained briefly the purpose of the 
study. They were requested to spare 5-10 minutes for this purpose. 
(iv) Variables and measures 
In conformity with the hypotheses formulated the following variables 
were included in the investigation for studying their association with job 
satisfaction. 
Dependent variable is job satisfaction 
Independent variables are the following: 
(1) Job satisfaction was measured through 41 items of questionnaire on a five 
point scale: (i) work (ii) supervisor (iii) co-workers (iv) promotions (v) pay (all of 
them are independent variables). 
(2) Individual characteristics considered were as follows: (i) age (ii) sex (iii) 
marital status (iv) qualification (v) designation (vi) job status (vii) income (viii) 
work experience, (ix) department. 
Measuring job satisfaction: 
Job satisfaction: an individual's general attitude towards his or her job. 
Typical factors that have been included are the nature of the work, supervisor, 
relation with co-workers, promotion opportunities and pay. These factors are rated 
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on a standardized scale and then added up to create overall job satisfaction score 
(Robbins, 2002, p. 78-79). 
On the basis of hypotheses as explained earlier we will have a number of 
questions for each hypothesis, as detailed out in the following table: 
Table No. 4.13 Relationship between Hypotheses and questionnaire 
[JS = Job satisfaction, Q = Question] 
No. of 
Hypotheses 
Ho-1 
Ho-2 
Ho-3 
Ho-4 
Ho-5 
Ho-6 
Ho-7 
Ho-8 
Ho-9 
Ho-10 
Ho-11 
Ho-12 
Ho-13 
Ho-14 
Ho-15 
H„-I6 
Hypotheses type (variable) 
There will be no higher than average job satisfaction 
among the employees of both the universities AMU 
and PNU combined 
There will be no significant difference in job 
satisfaction between the employees of AMU and PNU. 
There will be no significant difference in JS between 
high and low age groups of employees 
There will be no significant difference in JS between 
male and female employees 
There will be no significant difference in JS between 
married and unmarried employees 
There will be no significant difference in JS between 
high and low qualified groups of employees 
There will be no significant difference in JS between 
teachers and non-teachers 
There will be no significant difference in JS between 
Administrators and teachers. 
There will be no significant difference in JS between 
Administrators and workers 
There will be no significant difference in JS between 
permanent and temporary employees 
There will be no significant difference in JS between 
high income and low income employees 
There will be no significant difference in JS between 
more experienced and less experienced groups of 
employees 
There will be no significant difference in JS between 
support staff of academic and non academic 
departments 
There will be no significant difference in job in the 
contributions of different components of JS to total JS. 
There will be no significant difference in job 
satisfaction between AMU and PNU employees on 
work dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU employees on 
supervision dimension 
Number of 1 
questions 
Q l t o Q 4 1 i 
i 
Q 1 to 41 
Q 1 to 0 41 and 
42 
Q 1 to Q 41 and 
43 
Q 1 to Q 41 and 
44 
Q 1 to 0 41 and 
45 
Q 1 to Q 41 and 
46/1,46/2,46/3 
Q 1 to Q 41 and 
46/1,46/3 
0 1 to Q 41 and 
46/2, 46/3 
Q 1 to Q 41 and 
47 
Q 1 to Q 41 and 
48 
Q 1 to Q 41 and 
49 
Q 1 to Q 41 and 
50 
Q I toQ41 
Q 1 toQ 10 
Q 11 to Q 20 
1 
Ho-17 
H„-18 
Ho-19 
Ho-20 
Ho-21 
Ho-22 
Ho-23 
Ho-24 
Ho-25 
Hn-26 
Ho-27 
Ho-28 
Ho-29 
H«-30 
H«-3 1 
Ho-32 
Ho-33 
There will be no significant difference in job 
satisfaction between AMU and PNU employees on 
coworkers dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU employees on 
promotion dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU employees on 
pay dimension 
There will be no significant difference in job 
satisfaction between AMU teachers and non-teachers 
on work dimension 
There will be no significant difference in job 
satisfaction between AMU teachers and non-teachers 
on supervision dimension 
There will be no significant difference in job 
satisfaction between AMU teachers and non-teachers 
on coworkers dimension 
There will be no significant difference in job 
satisfaction between AMU teachers and non-teachers 
on promotion dimension 
There will be no significant difference in job 
satisfaction between AMU teachers and non-teachers 
for pay dimension 
There will be no significant difference in job 
satisfaction between PNU teachers and non-teachers 
on work dimension 
There will be no significant difference in job 
satisfaction between PNU teachers and non-teachers 
on supervision dimension 
There will be no significant difference in job 
satisfaction between PNU teachers and non-teachers 
on coworkers dimension 
There will be no significant difference in job 
satisfaction between PNU teachers and non-teachers 
on promotion dimension 
There will be no significant difference in job 
satisfaction between PNU teachers and non-teachers 
on pay dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU teachers on work 
dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU teachers on 
supervision dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU teachers on 
coworkers dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU teachers on 
promotion dimension 
Q2I toQ30 
Q31 toQ35 
Q 3 6 t o Q 4 ! 
Q 1 toQ 10 
Q 11 to Q 20 
i 
Q 21 to Q 30 
Q 31 to Q 35 i 
Q 36 to Q 41 
Q 1 toQ 10 
Q 11 to Q 20 
Q21 t o 0 30 
Q 31 to 0 35 
Q 36 to 0 41 
Q 1 toQ 10 
Q 11 to Q 20 
Q21 t o Q 3 0 
Q 31 to Q 35 
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H,r34 
Ho-35 
Ho-36 
Ho-37 
Ho-38 
H„-39 
There will be no significant difference in job 
satisfaction between AMU and PNU teachers on pay 
dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU non-teachers on 
work dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU non-teachers on 
supervisor dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU non-teachers on 
coworkers dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU non-teachers on 
promotion dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU non-teachers on 
pay dimension 
Q 36 to 0 41 
Q 1 toQ 10 
Q 11 to Q 20 
Q21 toQ30 
Q 31 to 0 35 
0 36 to 0 41 
(v) Statistical Treatment of Data 
Statistical Analysis: 
In this research, for the purpose of analysis of data, the researcher has used 
t-test. Friedman test and Chi square test through the computer by SPSS software. 
These techniques are suitable for this research because we have two samples and 
we have to test difference between two means of scores and hypotheses are null 
hypotheses. 
(vi) Reliability of the Data 
Reliability reflects the consistency of a set of scale items in measuring a 
particular concept. Reliability measurement is very important to check the internal 
consistency of all the items, concerning the impact on job satisfaction. Cronbach's 
alpha is completed by using SPSS reliability programme for the set of job 
satisfaction scale. Cronbach's alpha (a) value for 50 items (41 items for job 
satisfaction and 9 items for characteristics) in the questionnaire is calculated as 
Alpha 0.9419. Correlation each item with the total score are ranging high from 
0.512 to 0.737. Although questionnaire was used that is standard because it 
already has been used by number of researchers. 
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In spile of the researcher's honest attempt to maximize the accuracy and 
validity of the result for the given sample at the present study limits the 
generalization to the total population due to non-availability of a substantially 
large sample and the data collection technique of direct connection survey. In light 
of above stated reasons, it is further suggested (I) to control the research design 
like larger sample selection to minimize the statistical variation of the measured 
values and (ii) to employ better measures of job satisfaction and performance 
rating so as to strength the degree of relationship of these variables with job 
satisfaction. 
(vii) Dependability of the Results 
The present study has been used as statistical analysis and its contents have 
been tested by regression and alpha multiply. 
The principles of research considered in the duration of analysis processing 
and this research also has collected by the supervisor's excellence and valuable 
guides in research stages. Researcher's himself has carried out this research. 
A. Difficulties faced during the study: 
1. In this study the researcher faced a lot of problems because during the 
study some employees did not cooperate with the researcher and they were 
not interested in filling the questionnaires. 
2. The biggest problem was that of language because some of the employees 
specially belonging to D category were not able to understand English and 
the researcher understand English language. 
3. The time availability for the study was also limited and the financial 
resource has also been the main limiting factor during the study. 
4. The up to date personal informations were not available in the offices 
including central office. 
5. The study on job satisfaction is more qualitative in nature rather than 
quantitative; because job satisfaction or otherwise is mainly dependent on 
the perception of the individuals apart from their factors. 
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6. The investigator was also not very conversant (much acquainted) with 
socio-economic milieu and poiico-cultural. 
B. Researcher's Liability: 
The Researcher's also conducted whole of the research stages. He has 
written research design and questionnaire, distributing questionnaires, contacting 
with the selective employees, analysis and interpretation of data and writing 
report. 
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A. Descriptive Analysis 
Editing and tabulation of collected data: 
Editing: Editing of data is a process of examining the collected raw data to detect 
errors and omissions and to correct these if and when possible and they are well 
arranged to facilitate coding and tabulation (Kothary, p. 151). 
In this research, the researcher had distributed 1700 questionnaires for the 
whole sample size. 
A) The researcher had distributed 1250 questionnaires among the employees of 
AMU on the basis of the system already explained on two stages: 
1. In the first stage the researcher had distributed 800 questionnaires on the basis 
of sample list among all of the departments. The researcher has referred to all the 
departments while explaining questionnaires. Many employees were not interested 
in filling up the questionnaire and they did not return them because they had no 
mood to do so and also for the fear of revealing their identity and lack of trust and 
some of them were not present due to illness and because of leave. 
2. So once again, the researcher distributed 450 questionnaires to some body else. 
The replacements were from similar designations as earlier ones from whom the 
responses could not be collected for one or the other reasons as mentioned above. 
In the first stage, the researcher wanted the departmental offices to send 
questionnaires on their addresses but they have not been returned, so he had 
personally gone to the employees and explained the content of the questionnaire to 
them and then requested to kindly fill up the questionnaires which have been 
collected after they have filled by them. Lack of response was usually high in case 
of those questionnaires where many people did not respond and many returned the 
questionnaires without answering all questions which seemed to be out place. In 
total 54 questionnaires have been rejected and total number of acceptable 
questionnaires were 514 only in the case of AMU (160 from teachers and 354 
from non teachers). Table No. 5.2 gives a clear picture of what have been 
described above. 
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3. The researcher has similarly carried out the survey work in case of PNU as 
well. The basis and the system has already been explained. According to the 
sample list, 450 questionnaires were distributed among PNU employees by post 
and emails, and some of the questionnaires were distributed by the colleagues of 
the researcher. Finally, whole of the questionnaires received were 304 
questionnaires in case of PNU. After editing, testing and checking, there were 268 
(51 from teachers and 217 from non teachers). Table No. 5.2 shows the facts as 
detailed out above. If one looks at the frequency tables, the details of statistics for 
employees of both the universities have been clearly shown there. The tables show 
vividly as to how many questionnaires have been received by the researcher in all 
calcgories of employees of both universities. 
The tables show that there are nine categories of employees on the basis 
of as many variables that include Age, Sex, marital status, qualification, 
designation, job status, income, experience and type of department. Therefore, all 
the accepted questionnaires available for analysis will be 782 questionnaires from 
both the universities. These have been shown in the following tables. 
1. Sample frequencies of both the universities 
Table No. 5.1. Showing Frequency of Employees of both the 
Universities 
University 
AMU 
PNU 
Total 
Missing 
Total 
Frequency 
514 
268 
782 
2 
784 
Percent 
65.6 
34.2 
99.7 
.3 
100.0 
Table No. 5.2. Showing Category-wise Frequency of Employees of both 
the Universities 
University 
AMU 
PNU 
Missing 
Total 
Employees category 
Teacher 
Non teacher 
Teacher 
Non teacher 
Total 
System 
Frequency 
160 
354 
51 
217 
782 
2 
784 
Percent 
20.4 
45.2 
6.5 
27.7 
99.7 
.3 
100.0 
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Table No. 5.3. Showing Age-wise Frequency of Employees of both 
the Universities 
Age (years) 
18-25 
26-30 
31-35 
36-40 
41-45 
46-50 
51-55 
50-60 
60 and above 
Total 
Frequency 
40 
111 
142 
122 
121 
114 
83 
42 
7 
782 
Percent 
5.1 
14.2 
18.2 
15.6 
15.5 
14.6 
10.6 
5.4 
0.9 
100.0 
Table No. 5.4. Showing Sex-wise Frequency of Employees of 
both the Universities 
Sex 
Male 
Female 
Total 
Missing 
Total 
Frequency 
571 
211 
782 
2 
784 
Percent 
72.8 
26.9 
99.7 
.3 
100.0 
Table No, 5.5. Showing Marital Status-wise Frequency of 
Employees of both the Universities 
Marital Status 
Married 
Unmarried 
Total 
Missing 
Total 
Frequency 
656 
126 
782 
2 
784 
Percent 
83.7 
16.1 
99.7 
.3 
100.0 
Table No. 5.6 Showing Qualification-wise Frequency of 
Employees of both the Universities 
Qualifications 
HSC 
HSSC 
Graduate 
Post-Graduate 
Ph.D. 
Others 
Total 
Frequency 
113 
70 
246 
205 
138 
10 
782 
Percent 
14.5 
9.0 
31.5 
26.2 
17.6 
1.3 
100 
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Table No. 5.7 Showing Designation-wise Frequency of Employees 
of both the Universities 
Designation 
Professor 
Reader 
Lecturer 
School teacher 
Grade A 
Grade B 
Grade C 
Grade D 
Administrator teacher 
Administrator non teacher 
Total 
Missing 
Total 
Frequency 
25 
62 
89 
25 
126 
67 
156 
188 
10 
34 
782 
2 
784 
Percent 
3.2 
7.9 
11.4 
3.2 
16.! 
8.5 
19.9 
24.0 
1.3 
4.3 
99.7 
.3 
100.0 
Table No. 5.8 Showing Job status-wise Frequency of Employees of 
both the Universities 
.lob status 
Permanent 
Temporary 
Total 
Missing 
Total 
Frequency 
511 
271 
782 
2 
784 
Percent 
65.2 
34.6 
99.7 
.3 
100.0 
Table No. 5.9 Showing Income-wise Frequency of Employees of both 
the Institutions 
Income (Rs.) 
Up to 5000 
5,000-10,000 
10,000-15,000 
15,000-20,000 
20,000-25,000 
25,000-30,000 
30,000-35,000 
35,000-40,000 
40,000 - more 
Total 
Missing 
Total 
Frequency 
63 
264 
174 
108 
65 
39 
26 
20 
23 
782 
2 
784 
Percent 
8.0 
33.7 
22.2 
13.8 
8.3 
5.0 
3.3 
2.6 
2.9 
99.7 
.3 
100.0 
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Table No. 5.10. Showing Experience-wise Frequency of Employees 
of both the Universities 
Experience year 
1 - 5 
6 - 1 0 
11-15 
16-20 
2 1 - 2 5 
2 6 - 3 0 
31 -35 J 
36 and more 
Total 
Missing System 
Total 
Frequency 
145 
175 
161 
94 
85 
65 
44 
13 
782 
2 
784 
Percent 
18.5 
22.3 
20.5 
12.0 
10.8 
8.3 
5.6 
1.7 
99.7 
.,3 
100.0 
Table No.5.11. Showing Department-wise Frequency of Employees of both 
the Universities 
Teaching and training College and University 
Teaching and training School 
Finance 
Administrative University 
Student Welfare 
Proctorial 
Residential 
Any other 
Medical 
Administrative medical 
Total 
Frequency 
269 
31 
63 
154 
33 
6 
45 
72 
98 
11 
782 
Percent 
34.4 
4,0 
8.1 
19.7 
4.2 
0.8 
5.8 
9.2 
12.5 
1.4 
100.0 
2. Sample Frequencies of AMU's employees 
Table No.5.12. Showing Age-wise Frequency of AMU's Employees 
Age - Years 
18-25 
26-30 
31 -35 
3 6 - 4 0 
4 1 - 4 5 
4 6 - 5 0 
51 -55 
5 6 - 6 0 
60 - more 
Total 
Frequency 
18 
53 
73 
74 
95 
80 
73 
41 
7 
514 
Percent 
3.5 
10.3 
14.2 
14.4 
18.5 
15.6 
14.2 
8.0 
1.4 
100.,0 
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Table No.5.13. Showing Sex-wise Frequency of AMU's Employees 
Sex 
Male 
Female 
Total 
Frequency 
421 
93 
514 
Percent 
81.9 
18.1 
100.0 
Table No.5.14. Showing Marital Status-wise Frequency of AMU's Employees 
Marital Status 
Married 
Unmarried 
Total 
Frequency 
443 
71 
514 
Percent 
86.2 
13.8 
100.0 
Table No.5.15. Showing Qualifications-wise Frequency of AMU's Employees 
Qualifications 
HSC 
HSSC 
Graduate 
Post-Graduate 
Ph.D. 
Any other 
Total 
Frequency 
61 
43 
128 
152 
120 
10 
514 
Percent 
11.9 
8.4 
24.9 
29.6 
23.3 
1.9 
100.0 
Table No.5.16. Showing Designation-wise Frequency of AMU's Employees 
Designation 
Professor 
Reader 
Lecturer 
School teacher 
Grade A 
Grade B 
Grade C 
Grade D 
Administrator teachers 
Administrator non teacher 
Total 
Frequency 
24 
47 
62 
25 
22 
41 
124 
152 
2 
15 
514 
Percent 
4.7 
9.1 
12.1 
4.9 
4.3 
8.0 
24.1 
29.6 
.4 
2.9 
100.0 
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Table No.5.17. Showing Job Status-wise Frequency of AMU's Employees 
Job Status 
I'ciiiiaucnl 
Temporary 
Total 
Frequency 
415 
99 
514 
l^ creeiU 
80.7 
19.3 
100.0 
Table No.5.18. Showing Income-wise Frequency of AMU's Employees 
Income (Rs.) 
Up to 5000 
5,000-10,000 
10,000-15,000 
15,000-20,000 
20,000-25,000 
25,000-30,000 
30,000-35,000 
35,000-40,000 
40,000 - more 
Total 
Frequency 
51 
135 
109 
96 
57 
24 
17 
10 
15 
514 
Percent 
9.9 
26.3 
21.2 
18.7 
11.1 
4.7 
3.3 
1.9 
2.9 
100.0 
Table No.5.19. Showing Experience-wise Frequency of AMU's Employees 
Experience year 
1 - 5 
6 - 1 0 
11-15 
16-20 
21 - 2 5 
2 6 - 3 0 
31 - 3 5 
36 - more 
Total 
Frequency 
67 
92 
77 
81 
83 
58 
44 
12 
514 
Percent 
13.0 
17.9 
15.0 
15.8 
16.1 
11.3 
8.6 
2.3 
100.0 
Table No.5.20. Showing Department-wise Frequency of AMU's Employees 
Department employees 
Teaching 
School teaching 
Finance 
Administrative unit 
Student welfare 
Proctorial 
Residential 
Any other 
Teaching Medical 
Administrative medical 
Total 
Frequency 
148 
30 
44 
71 
6 
6 
45 
55 
98 
11 
514 
Percent 
28,8 
5.8 
8.6 
13.8 
1.2 
1.2 
8.8 
10.7 
19.1 
2.1 
100.0 
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3. Sample Frequencies of Pun's Employees 
Table No.5.21. Showing Age-wise Frequency of PNU's Employees 
Age - Years 
18-25 
26-30 
31 -35 
3 6 - 4 0 
41 - 4 5 
4 6 - 5 0 
5 1 - 5 5 
5 6 - 6 0 
Total 
Frequency 
22 
58 
69 
48 
26 
34 
10 
1 
268 
Percent 
8.2 
21.6 
25.7 
17.9 
9.7 
12.7 
3.7 
.4 
100.0 
Table No.5,22. Showing Sex-wise Frequency of PNU's Employees 
Sex 
Male 
Female 
Total 
Frequency 
150 
l is 
268 
Percent 
56.0 
44.0 
100.0 
Table No.5.23. Showing Marital Status-wise Frequency of PNU's Employees 
Marital Status 
Married 
Unmarried 
Total 
Frequency 
213 
55 
268 
Percent 
79.5 
20.5 
100.0 
Table No.5.24. Showing Qualifications-wise Frequency of PNU's Employees 
Qualifications 
HSC 
HSSC 
Graduate 
Post-Graduate 
Ph.D. 
Total 
Frequency 
52 
27 
118 
53 
18 
268 
Percent 
19.4 
10.1 
44.0 
19.8 
6.7 
100.0 
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Table No.5.25 Showing Designation-wise Frequency of PNU's Employees 
Designation 
Professor 
Reader 
Lecturer 
Grade A 
Grade B 
Grade C 
Grade D 
Administrator teachers 
Administrator non teacher 
Total 
Frequency 
1 
15 
27 
104 
26 
32 
36 
8 
19 
268 
Percent 
.4 
5.6 
10.1 
38.8 
9.7 
11.9 
13.4 
3.0 
7.1 
100.0 
Table No.5.26. Showing Job Status-wise Frequency of PNU's Employees 
Job Status 
Permanent 
Temporary 
Total 
Frequency 
96 
172 
268 
Percent 
35.8 
64.2 
100.0 
Table No.5.27. Showing Income-wise Frequency of PNU's Employees 
Income (Rs.) 
Up to 5000 
5,000- 10,000 
10,000-15,000 
15,000-20,000 
20,000-25,000 
25,000-30,000 
30.000-35,000 
35,000-40,000 
40,000 - more 
Total 
Frequency 
12 
129 
65 
12 
8 
15 
9 
10 
8 
268 
Percent 
4.5 
48.1 
24.3 
4.5 
3.0 
5.6 
3.4 
3.7 
3.0 
100.0 
Table No.5.28. Showing Experience-wise Frequency of PNU's Employees 
Experience year 
1 - 5 
6 - 10 
1 1 - 15 
16-20 
21 - 2 5 
2 6 - 3 0 
31 - more 
Total 
Frequency 
78 
83 
84 
13 
2 
7 
1 
268 
Percent 
29.1 
31.0 
31.3 
4.9 
.7 
2.6 
.4 
100.0 
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Table No.5.29. Showing Departments-wise Frequency of PNU's Employees 
Department employees 
Teaching 
Finance 
Administrative 
Students welfare 
Any other 
Total 
Frequency 
121 
19 
83 
27 
17 
268 
Percent 
45.1 
7.1 
31.0 
10.1 
6.3 
lOO.O 
B. Statistical Analysis and Interpretation of Data: 
The present study aims at determining elements, levels and nature of job 
satisfaction (.IS) among the employees of AMU (India) and PNU (Iran) and tries to 
know the relationship and impact of biographical characteristics (demographical 
variables) on .IS. 
It is important to mention that the study will benefit in several ways by 
providing; (i) A clear picture of the items that are important to university 
employees in relation to their JS (ii) A clear picture of any gap that might be 
existing among the employees of both the universities which might enable one 
group members to better perform their duties. While attempting to improve 
employee .IS and reducing employee replacement costs, this knowledge of existing 
gap will dellnilely help the university administration, (iii) A clear picture of 
employees" awareness of the items of JS provided and supported by the university. 
This might be created through lead to showing in the employee orientation process 
and by holding information sessions to increase individual knowledge and 
awareness. Developing a broadened knowledge base for the frequent review of 
university policies and procedures and their impact on employees is considered to 
be an important element for effective and efficient performance. For this purpose, 
.IS has been measured through various job dimensions which include work, 
supervision, coworkers, promotion and pay etc. 
In the present research, the coefficient of correlation between each and all 
job dimensions and JS is high. Also Cronbach's Alpha reliability in each of the 41 
items is 0.941. 
Validity: In case of each item and correlation with the total score are ranging high 
from 0.512 to 0.737. 
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On the basis of the set highlighted objectives, the researcher had 
formulated different hypotheses and an attempt has been made to measure level of 
.IS and to see the influence of age, sex, educational qualification, designation, job 
status, income, work experience and the type of department on the level of job 
satisfaction of employees in both the universities (AMU and PNU). 
To achieve the major objectives of this piece of research various 
comparison groups were formed on the basis of median thus, forming above and 
below median groups, showing high and low degrees of groups, to see the varying 
effects of independent variables on dependent one (JS). 
The scores so obtained on each of the variables which have been studied, 
were later on analyzed statistically by Pearson correlation, t-test, Friedman test 
and Chi-square test. 
Table No, 5.30. Showing Correlations between Job Satisfaction and JS Dimensions of 
both the Samples 
Supervision 
Coworkers 
Promotion 
Pay 
y J c * * * 
Pearson Correlation 
Sig. (2-tailed) 
N 
Pearson Correlation 
Sig. (2-tailed) 
N 
Pearson Correlation 
Sig. (2-tailed) 
N 
Pearson Correlation 
Sig. (2-tailed) 
N 
Pearson Correlation 
Sig. (2-tailed) 
N 
Work 
.084* 
.018 
782 
.475" 
.000 
782 
.421" 
.000 
782 
.409" 
.000 
782 
.737 
.000 
782 
Supervision 
.048 
.181 
782 
.068 
.056 
782 
.068 
.059 
782 
.528" 
.000 
782 
Coworkers 
.505" 
.000 
782 
.392" 
.000 
782 
.512" 
.000 
782 
Promotion 
.535" 
.000 
782 
.698" 
.000 
782 
PAY 
.696" 
.000 
782 
* Correlation is significant at the 0.05 level (2-tailed). 
** Correlation is significant at the 0.01 level (2-tailed). 
***TJS =Total Job Satisfaction 
The table No. 5.30 depicts the computation of correlation between the 
different dimensions of JS and job satisfaction itself The correlations 
corresponding to work, supervision, coworkers, promotion and pay have been 
found to be significant at 0.05 and 0.01 levels of significance. The significant 
correlation values ranges from coworkers (0.512) to work (0.737). All of 
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dimensions have been found correlated with job satisfaction. The dimensions 
which correlate significantly are as follows with their values in parentheses: 
Coworkers (0.512), supervision (0.528), pay (0.696), promotions (0.698) and work 
(0.737). 
Table No. 5.31. Correlations between Job Satisfaction and JS Dimensions in AMU 
Supervision 
Coworkers 
Promotion 
Pay 
T I C * * * 
Pearson Correlation 
Sig. (2-tailed) 
N 
Pearson Correlation 
Sig. (2-tailed) 
N 
Pearson Correlation 
Sig. (2-tailed) 
N 
Pearson Correlation 
Sig. (2-tailed) 
N 
Pearson Correlation 
Sig. (2-tailed) 
N 
Work 
.108' 
.015 
514 
.526" 
.000 
514 
.430 
.000 
514 
.421" 
.000 
514 
.738" 
.000 
514 
Supervision 
1 
514 
.074 
.093 
514 
.101 
.021 
514 
.112' 
.011 
514 
.552" 
.000 
514 
Coworkers 
1 
514 
.505 
.000 
514 
.343" 
.000 
514 
.525" 
.000 
514 
Promotion 
1 
514 
.488" 
.000 
514 
.704" 
.000 
514 
PAY 
1 
514 
.698" 
.000 
514 
* Correlation is significant at the 0.05 level (2-tailed). 
** Correlation is significant at the 0.01 level (2-tailed). 
***Total job satisfaction 
Also the table No. 5.31 for AMU shows the correlations corresponding to 
various dimensions and JS have been found to be significant at 0.05 level and 0.01 
level of significance. The significant correlation values ranges from coworkers 
(0.525), supervision (0.552), pay (0.698), and promotion (0.704) and to work 
(0.778). 
Table No. 5.32 for PNU shows that the correlation between each (all) job 
dimensions and JS have been found to be significant at 0.05 level and 0.01 level of 
significance. The significant correlation values ranges from 0.469 to 0.758 for the 
cowdrkcrs and work. The dimensions which correlate signiHcantly are as follows 
with their values in parenthesis: coworkers (0.469), supervision (0.477). 
promotion (0.688), pay (0.689) and work (0.758). 
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Tabic No. 5.32. Correlations between JS and various JS Dimensions in PNU 
Work 
Supervision 
Coworiver 
Promotion 
Pay 
Pearson Correlation 
Sig. (2-tailed) 
N 
Pearson Correlation 
Sig. (2-tailed) 
N 
Pearson Correlation 
Sig. (2-taiied) 
N 
Pearson Correlation 
Sig. (2-taiied) 
N 
Pearson Correlation 
Sig. (2-tailed) 
N 
TJS 
.758" 
.000 
268 
.477" 
.000 
268 
.469" 
.000 
267 
.688" 
.000 
268 
.689" 
.000 
268 
Work 
.049 
.000 
268 
.404" 
.000 
268 
.418 
.000 
268 
.434" 
.000 
268 
Supervisor 
-.016 
.789 
268 
-.011 
.857 
268 
-.047 
.443 
268 
Coworkers 
.507" 
.000 
268 
.443" 
.000 
268 
Promotion 
.668" 
.000 
268 
* Correlation is significant at the 0.05 level (2-tailed). 
**Correlation is significant at the 0.01 level (2-tailed). 
***Total job satisfaction (TJS) 
Hypothesis 1: There will be no higher than average job satisfaction among the 
employees of both the universities, AMU and PNU combined. 
Ho c=> (.1 <(.i (, 
H| c=:> fi > Ho 
Table No. 5.33 Showing mean score of JS for the whole samples combined 
Test value = 123 
All 
employees 
N 
782 
Mean 
139.47 
S.D. 
23.97 
t 
19.212 
df 
781 
Sig. (2-tailed) 
.000 
While looking at table No. 5.33 the mean score of job satisfaction for 
both the universities is 139.47. When we compare it with the average score of job 
satisfaction that is 123 and significance is 0.000. So there will be no higher than 
average of job satisfaction among the employees of both the universities (AMU. 
PNU) at 0.05 level of significance. Therefore, Ho-1 is not proved and hence 
rejected at 0.95 level of confidence, as a result, levels of job satisfaction in both 
the universities are higher than average. 
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Also the score result has separately been calculated for each of the 
universities in Table No. 5.34 and the mean score for PNU is 135.30 and tliat of 
AMU is 141.65, therefore, the average job satisfaction in both the universities is 
higher than 123 that is average job satisfaction which is calculated in 
questionnaire (41 items x 3 middle score=123). 
Hypothesis 2: There is no significant difference in job satisfaction between the 
employees of AMU and PNU. 
Ho 1 = ^ H i = 1 - 1 2 
H , C = ^ | I , ^ \X2 
Table No. 5.34. Showing Comparison between mean Score of JS of AMU and PNU 
Employees 
University 
AMU's employees 
PNU's employees 
N 
514 
267 
Mean 
141.64 
135.30 
Std. Deviation 
24.09 
23.21 
t 
3.534 
-
Df 
780 
-
Sig. 
0.000 
-
On analyzing the data in Table No. 5.34, it has been found that job 
satisfaction score for AMU employees is 141.64 and job satisfaction score for the 
employees of PNU is 135.30 and significant value in the table is 0.000, so it was 
found significant at 0.05 level of significance, therefore, Ho-2 that there is no 
significant difference in job satisfaction between the employees of AMU and 
PNU, is rejected at 0.95 confidence level. 
If we compare the means of job satisfaction between the employees of 
both the universities (AMU = 141.64 and PNU = 135.30) there is not much 
difference between the two means. 
Hypothesis 3: There is no significant difference in job satisfaction between high 
and low age group employees. 
Ho i=> H 
HI C=^ 1.1 
= 1-12 
^ M2 
Table No. 5.35. Showing Comparison between mean score of JS of the whole samples 
vis-a-vis their age as an independent variable 
I Age year N Mean Std. Deviation T df Sig.) 
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41 & above 
Below 41 
367 
415 
141.88 
137.33 
22.98 
24.64 
2.66] 780 .008 
Table No. 5.35 shows that the mean scores of job satisfaction is ranging 
from 137.33 to 141.88 between the low and high age groups of employees. The 
mean scores has been evaluated and was found significant at 0.05 level of 
significance, this clearly indicates that job satisfaction is dependent on the age of 
employees. Therefore, Ho-3 is rejected, so there is significant difference in job 
satisfaction between high and low age groups of employees. 
Also the mean rank for age groups shows correlation between age and job 
satisfaction. It means JS will be increasing when age of the employees increases. 
For example, in case of age group of 18-25 which is of young people, the JS score 
is 363 but the score for age group 60 and above is 582. The results, therefore, 
show that younger people were less satisfied than older peoples. Chi-square test 
has been calculated and was found significant at 0.05 level of significance. 
Table No. 5.36. Showing Comparison between mean score of JS of AMU employees : 
age as an independent variable 
Age year 
41 & above 
Below 41 
N 
296 
218 
Mean 
142.01 
141.14 
Std. Deviation 
23.95 
24.33 
T 
0.405 
-
df 
512 
-
Sig. 
0.686 
-
Table No. 5.36 shows that the mean values of job satisfaction is ranging 
from 141.14 to 142.01 for low and high age groups of AMU employees 
respectively. The'f values for intergroup comparison has been calculated and was 
not found significant at 0.05 level of significance. Conclusively, job satisfaction is 
independent of age in AMU. Therefore Ho-3(l) that there is no significant 
difference in job satisfaction between high and low age group of employees in 
AMU is accepted. 
Table No. 5.37. Showing Comparison between mean score of JS of PNU employees: 
age as an independent variable 
Age 
41 & above 
Below 41 
N 
71 
197 
Mean 
141.36 
133.12 
Std. Deviation 
18.55 
24.35 
t 
-
2.941 
df 
-
161.66 
Sig. 
-
0.004 
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Table No. 5.37 for PNU shows that the mean value is ranging from 
133.12 to 141.36 for the low and high age groups. The mean scores have been 
calculated and was found significant at 0.05 level of significance. This clearly 
indicates that job satisfaction is dependent on the age of employees in PNU. Ho-
3(2). therefore, is rejected, because there is significant difference in job 
satisfaction between high and low age groups of employees in PNU. 
Hypothesis 4 : There is no significant difference in job satisfaction between males 
and females. 
Ho c=> n 1 = ^ 2 
Hi 1=^ 1^  1 ^ 1^ 2 
Table No. 5.38. Showing Comparison between mean score of JS of employees in both 
the universities: sex as an independent variable 
Sex 
Male 
Female 
N 
571 
211 
Mean 
140.62 
136.34 
Std. Deviation 
23.42 
25.19 
t 
2.225 
-
df 
780 
-
Sig. 
0.026 
-
Table No. 5.38 shows the sex as the influencing factor on the level of job 
satisfaction. The mean scores of job satisfaction ranging from 136.34 to 140.62 for 
females and males. The males to be more satisfied than females who are less 
satisfied. Statistically, the difference among the mean scores has been evaluated 
and was found significant at 0.05 level of significance. This clearly indicates that 
job satisfaction is independent of the sex of employees. So, Ho-4 that there is no 
significant difference in job satisfaction between males and females employees is 
rejected. 
Table No. 5.39. Showing Comparison between mean score of .IS of AMU employees: 
sex as an independent variable 
Sex 
Male 
Female 
N 
421 
93 
Mean 
142.28 
138.74 
Std. Deviation 
23.27 
27.46 
t 
-
1.156 
df 
-
122.83 
Sig. 
-
0.250 
The table No. 5.39 shows that the mean score of males is more than 
females (female = 138.41, male = 142.28) in AMU. The difference between the 
mean scores has been evaluated and was not found significant at 0.05 level of 
significance. This clearly indicates that job satisfaction is independent of the sex 
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of employees in AMU. Hence Ho-4(l) that, there is no significant difference in job 
satisfaction between males and females in AMU is accepted. 
Table No. 5.40. Showing Comparison between mean score of JS of PNU employees: sex 
as an independent variable 
Sex 
Male 
Female 
N 
150 
118 
Mean 
135.98 
134.44 
Std. Deviation 
23.29 
23.18 
t 
0.535 
-
df 
266 
-
Sig. 
0.593 
-
The Table No. 5.40 shows that the mean scores of males and females are 
found to be similar (female = 134.44, male = 135.98) in PNU. The difference 
between the mean scores has been evaluated and was not found significant at 0.05 
level of significance. This clearly indicates that job satisfaction is independent of 
the sex of employees in PNU. Therefore Ho-4(2) that there is no significant 
difference in J.S. between males and females in PNU is accepted. 
Hypothesis 5: There is no significant difference in job satisfaction between 
married and unmarried employees. 
H o i==C> i-i I = 1-12 
H I C=Z> \i\ ^ \X2 
Table No. 5.41. Showing Comparison between mean score of JS of employees of both 
the universities: marital status as an independent variable 
Marital status 
Married 
Unmarried 
N 
656 
126 
Mean 
139.66 
138.45 
Std. Deviation 
23.71 
25.36 
t 
0.521 
-
Df 
780 
-
Sig. 
0.603 
The analysis of table No. 5.41 shows that there is no influence of marital 
status on .IS. Statistically the difference in the mean scores of JS of married and 
unmarried employees was not found significant at 0.05 level of significance (mean 
score of unmarried = 138.45 and married = 139.66). It indicates that JS is independent 
of marital status. Ho-5 that there is no significant difference in JS between married 
and unmarried employees is accepted. 
Table No. 5.42. Showing Comparison between mean score of J.S. of AMU employees: 
marital status as an independent variable 
Marital Status 
Married 
N 
443 
Mean 
141.20 
Std. Deviation 
23.88 
t 
-1.03 
df 
512 
Sig. 
0.301 
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Unmarried 71 144.39 25.38 - - -
The analysis of table No. 5.42 shows that there is no influence of marital 
status on job satisfaction. Statistically the difference in the mean scores of JS of 
married and unmarried employees was not found significant at 0.05 level of 
significance. It indicates that job satisfaction is independent of marital status in AMU 
(means for married = 141.20 and unmarried = 144.39). Ho-5(l) that, there is no 
significant difference in JS between married and unmarried employees of AMU. So 
Ho-5(l) is accepted 
Table No. 5.43. Showing Comparison between mean score of JS of PNU employees: 
marital status as an independent variable 
Marital Status 
Married 
Unmarried 
N 
213 
55 
Mean 
136.47 
130.78 
Std. Deviation 
23.08 
23.38 
I 
1.62 
-
D\' 
266 
-
r sig. 
0.105 
Also the table No. 5.43 shows the mean scores of job safisfacfion of 
unmarried as 130.78 and for married as 136.47. That the married employees are more 
satisfied than unmarried ones, but the difference is not very significant. While testing 
statistically, the differences between the mean scores has been evaluated and was not 
found to be significant at 0.05 level of significance. This clearly indicates that job 
satisfaction is independent of the marital status in PNU. Ho-5(2) that there is no 
significant difference in job satisfaction between married and unmarried employees of 
PNU is accepted. 
Hypothesis 6: there is no significant difference in job satisfaction between high and 
low qualified groups of employees. 
Ho [=> 1 ^ 1 = [i 2 
H) C=> |i 1 ^ (.12 
Table No. 5.44. Showing Comparison between mean score of JS of both the universities 
employees: qualification as an independent variable 
Qualification 
Graduation & above 
Below graduation 
N 
353 
429 
Mean 
140.33 
138.76 
Std. Deviation 
26.00 
22.17 
t 
-
0.895 
df 
-
694.76 
Sig. 
-
0.371 
208 
Table No. 5.44 shows that the mean scores of job satisfaction of the 
employees having low qualification is 138.76 and high qualification is 140.33. 
Statistically the difference in the mean scores was not found significant at 0.05 level 
of significance. It indicates that job satisfaction is independent of qualification; and 
there is no significant difference in job satisfaction between high and low qualified 
groups of employees so Ho-6 is accepted. 
Table No. 5.45. Showing Comparison between mean score of JS of AMU employees: 
qualification as an independent variable 
Qualification 
Graduation & above 
Below Graduation 
N 
282 
232 
Mean 
142.25 
140.90 
Std. Deviation 
25.41 
22.42 
T 
-
0.641 
df 
-
509.47 
Sig. 
-
0.522 
As the table No. 5.45 shows that when we divided the employees into two 
groups on the basis of their qualifications as people having high level and low level of 
qualifications (Bachelor's degree as a basis), we found that the mean scores of JS for 
the employees having high qualification is more than that of low qualifications 
(142.25 to 140.90) in AMU. Statisdcally the difference in the mean scores of job 
satisfaction of high and low level of qualifications was not found significant at 0.05 
level of significance. It indicates that job satisfaction is independent of qualifications 
in AMU. So Ho-6(l) that there is no significant difference in JS between high and low 
qualified groups of employees in AMU is accepted. 
Table No. 5.46. Showing Comparison between mean score of JS of PNU employees: 
qualification as an independent variable 
Oualification 
Graduation & above 
Below Graduation 
N 
71 
197 
Mean 
132.69 
136.24 
Std. Deviation 
27.06 
21.66 
T 
-
0.999 
df 
-
104.08 
Sig. 
-
0.320 
As the table No. 5.46 shows, the mean scores of JS among the employees 
having high level qualifications is less than that of low level qualifications in PNU 
(high level == 132.69 and low level = 136.24). However, the difference is not ver>' 
much. Statistically the difference in the mean scores of JS among the employees of 
PNU having high and low level of qualificafions was not found significant at 0.05 
level of significance. The result indicates that JS is independent of the level of 
qualifications for employees in PNU. Therefore Ho-6(2) that there is no significant 
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difference in JS between the employees groups having high and low level of 
qualifications in PNU is accepted. 
Hypothesis 7: There is no significant difference in J.S. between teachers and non 
teachers. 
Ho i=C> [i\ = |i 2 
H| i==C> ^ I 5^  1^ 2 
Table No. 5.47. Showing Comparison between mean score of JS of both the 
universities' employees: designation as an independent variable 
Designation 
Teacher 
Non teacher 
N 
211 
571 
Mean 
141.16 
138.84 
Std. Deviation 
26.18 
23.09 
t 
-
1.134 
df 
-
337.65 
Sig. 
-
0.258 
Table No. 5.47 shows the mean scores of JS which are 138.84 to 141.16 for 
non-teachers and teachers respectively. Statistically the mean scores have been 
calculated and were not found significant at 0.05 level of significance. This clearly 
indicates that job satisfaction is independent of designations of teachers and non 
teachers. So Ho-7 is accepted as there is no significant difference in JS between 
teachers and non teachers. 
Table No. 5.48. Showing Comparison between mean score of JS of AMU employees: 
designation as an independent variable 
Designation 
Teacher 
Non teacher 
N 
160 
354 
Mean 
143.25 
140.91 
Std. Deviation 
25.19 
23.59 
t 
1.02 
-
df 
512 
-
Sig. 
0.308 
-
Table No. 5.48 shows that designation is one of the influencing factors on 
the level of JS. The mean scores of JS are ranging from 140.91 to 143.25. The 
teachers seem to be more satisfied than non teachers in AMU. Statistically the 
difference between the mean scores has been calculated and was not found significant 
at 0.05 level of significance. This indicates that job satisfaction is dependent on the 
designation of teaching and non teaching staff in AMU. So Ho-7(l) that there is no 
significant difference in job safisfacfion between teachers and non teachers in AMU is 
accepted. 
210 
Table No. 5.49. Showing Comparison between mean score of JS of PNU employees: 
designation as an independent variable 
Designation 
Teacher 
Non teacher 
N 
51 
217 
Mean 
134.60 
135.47 
Std. Deviation 
28.40 
21.89 
t 
-
0.203 
df 
-
64.64 
Sig. 
-
0.840 
Also table No. 5.49 shows that the mean scores of JS ranging from 134.60 to 
135.47 for teachers and non teachers respectively. The difference between the mean 
scores has been calculated statistically and was not found significant at 0.05 level of 
significance. So Ho-7(2) that, there is no significant difference in job satisfaction 
between teachers and non teachers in PNU is accepted. 
Hypothcsi.s 8: There is no .significant difference in .IS between administrators and 
teachers. 
H() [=:> Ml = M 2 
H I 1 = ^ l-i I '^ |J 2 
Table No. 5.50. Showing Comparison between mean score of JS of teachers and 
administrators in both universities: designation as an independent 
variable 
Designation 
Teachers 
Administrators 
N 
201 
44 
Mean 
140.64 
146.50 
Std. Deviation 
26.45 
20.92 
t 
-1.377 
-
df 
243 
-
Sig. 
0.170 
-
Table No. 5.50 shows that the mean scores of JS are ranging from 140.64 to 
146.50 for the teachers and the administrators respectively. Statistically the mean 
scores were not found significant at 0.05 level of significance. This clearly indicates 
that JS is independent of designation of teachers and administrators. So Ho-8 that 
there is no significant difference in job satisfaction between teachers and 
administrators is accepted. 
Table No. 5.51. Showing Comparison between mean score of JS of teachers and 
administrator of AMU : designation as an independent variable 
Designation 
Teachers 
Administrators 
N 
158 
17 
Mean 
143.17 
149.35 
Std. Deviation 
25.24 
21.15 
T 
-0.973 
-
df 
173 
-
Sig. 
0.332 
-
Table No. 5.51 shows that the mean scores of job satisfaction are ranging 
from 143.17 to 149.35 in case of teachers and administrators respectively. The 
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teachers seem to be less satisfied than administrators in AMU statistically the 
difference between the mean scores has been calculated and was not found significant 
at 0.05 level of significance. This clearly indicates that job satisfaction is independent 
of designation of teachers and administrators in AMU. Therefore, Ho-8(l) that there is 
no significant difference in job satisfaction between teachers and administrators in 
AMU is accepted. 
Table No. 5.52. Showing Comparison between mean score of JS of teachers and 
administrators of PNU: designation as an independent variable 
Designation 
Teacher 
Administrators 
N 
43 
27 
Mean 
131.34 
144.70 
Std. Deviation 
28.93 
20.98 
T 
-
-2.23 
df 
-
66.48 
Sig. 
-
0.029 
Tabic No. 5.52 shows the mean score of JS ranging from 131.34 to 144.70. 
The teachers seem to be less satisfied than administrators in PNU. The difference 
between the mean scores has been calculated statistically and was found significant at 
0.05 level of significance. So JS is dependent on the designation of teachers and 
administrators in PNU. Therefore, Ho-8(2) that there is no significant difference in 
J.S. between teachers and administrators is rejected. 
Hypothesis 9: There is no significant difference in JS between Administrators and 
workers. 
Ho c=:> m = ^ 2 
HI [ = > |i I ^ | i2 
Table No. 5.53. Showing Comparison between mean score of JS of worl<ers and 
administrators in both universities: designation as an independent 
variable 
Designation 
Workers 
Administrators 
N 
537 
44 
Mean 
132.45 
146.50 
Std. Deviation 
23.14 
20.92 
T 
-2.23 
-
df 
579 
-
Sig. 
0.026 
-
Table No. 5.53 shows the mean scores of job satisfaction ranging from 
138.45 to 146.50 for the workers and the administrators respectively. Statistically, the 
mean scores were found significant at 0.05 level of significance. This clearly indicates 
that JS is dependent on the designations of workers and administrators. So Ho-9 that 
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there is no significant difference in job satisfaction between workers and 
administrators is rejected. 
Table No. 5.54. Showing Comparison between mean score of JS of workers and 
administrators of AMU: designation as an independent variable 
Designation 
Workers 
Administrators 
N 
339 
17 
Mean 
140.54 
149.35 
Std. Deviation 
23.64 
21.15 
t 
-1.50 
-
df 
354 
-
Sig. 
0.133 
-
I 
Table No. 54 shows the mean scores of job satisfaction are ranging from 
140.54 to 149.35 for the workers and administrators in AMU respectively. 
Statistically, the mean scores have been calculated and was not found significant at 
0.05 level of significance. This clearly indicates that JS is independent of designations 
of workers and administrators in AMU. So Ho-9(l) that there is no significant 
difference in job satisfaction between workers and administrators in AMU is 
accepted. 
Table No. 5.55. Showing Comparison between mean score of JS of workers and 
administrators of PNU : designation as an independent variable 
Designation 
Workers 
Administrators 
N 
198 
27 
Mean 
134.88 
144.70 
Std. Deviation 
21.86 
20.98 
t 
-2.19 
-
df 
223 
-
Sig. 
0.029 
-
Table No. 5.55 shows the mean scores of JS which are ranging from 134.88 
to 144.70 in case of PNU workers and administrators respectively. The administrators 
seem to be more satisfied than workers in PNU. Statistically, the difference between 
the mean scores has been calculated and was found significant at 0.05 level of 
significance. This indicates that JS is dependent on the designation of administrators 
and workers in PNU. Therefore, Ho-9(2) that there is no significant difference in J.S. 
between administrators and workers is rejected. 
Hypothesis 10: There is no significant difference in JS between permanent and 
temporary employees. 
Ho i=> |i I = 1^  2 
HI [=C> |a I ?t |i2 
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Table No. 5.56. Showing Comparison between mean score of JS of employees of both 
universities: job status as an independent variable 
Job status 
Permanent 
Temporary 
N 
511 
271 
Mean 
140.39 
137.73 
Std. Deviation 
23.80 
24.25 
t 
1.480 
df 
780 
Sig. 
0.139 
Table No. 5.56 shows that the mean scores of job satisfaction are ranging 
from 137.73 to 140.39 for the temporary and permanent employees respectively. The 
mean scores has been calculated and were not found significant at 0.05 level of 
significance statistically. This clearly indicates that job satisfaction is independent of 
job status in terms of permanent and temporary employees, resultantly Ho-10 that 
there is no significant difference in JS between permanent and temporary employees 
is proved and accepted. 
Table No. 5.57. Showing Comparison between mean score of JS of AMU employees: 
job status as an independent variable 
Job status 
Permanent 
Temporary 
N 
415 
99 
Mean 
141.18 
143.58 
Std. Deviation 
24.22 
23.59 
t 
-0.892 
-
df 
512 
-
Sig. 
0.373 
-
Table No. 5.57 shows that the mean scores of JS are ranging from 141.18 to 
143.58. The permanent employees seem to be less satisfied than the temporary ones 
but that is only marginally. The difference between the mean scores for permanent 
and temporary employees of AMU have been calculated statistically and were not 
found significant at 0.05 level of significance. This clearly indicates that JS is 
independent of job status of employees in AMU. Therefore, Ho-lO(l) that there is no 
significant difference in job satisfaction between permanent and temporary employees 
in AMU is accepted. 
Table No. 5.58. Showing Comparison between mean score of JS of PNU employees: job 
status as an independent variable 
Job status 
Permanent 
Temporary 
N 
96 
172 
Mean 
137.00 
134.36 
Std. Deviation 
21.66 
24.04 
t 
0.892 
-
df 
266 
-
Sig. 
0.373 
-
Also the table No. 5.58 for PNU shows that the mean scores of JS are 
ranging from 134.36 to 137.00 with respect to temporary and permanent employees 
respectively. The permanent employees seem to be more satisfied than the temporary 
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ones in PNU. The difference between mean scores has statistically been calculated 
and was not found significant at 0.05 level of significance. So the JS is independent of 
job status of employees in PNU. Therefore, Ho-10(2) that there is no significant 
difference in JS between permanent and temporary employees in PNU is proved and 
accepted. 
Hypothesis 11: There is no significant difference in job satisfaction between the high 
income and low income employees. 
H() [=^ H 1 = |i 2 
Hi i=> D [i \^ [ij 
Table No. 5.59. Showing Comparison between the mean scores of JS of both the 
universities^ employees: Income as an independent variable 
hicome (000 Rs.) 
15 and above 
Below 15 
N 
281 
501 
Mean 
140.65 
138.80 
Std. Deviation 
25.60 
23.01 
t 
-
1.00 
df 
-
530 
Sig. 
-
0.315 
Table No. 5.59 shows that the mean scores of JS are ranging from 138.80 to 
140.65 for the low and high income employees. Statistically the mean scores have 
been calculated and was not found significant at 0.05 level of significance. This 
clearly indicates that JS is independent of the level of income of employees. 
Therefore, Ho-11 that there is no significant difference in job satisfaction between 
high and low income employees is proved and, therefore, accepted. 
Table No. 5.60. Showing Comparison between the mean scores of JS of AMU 
employees: Income as an independent variable 
Income (000 Rs.) 
15 and above 
Below 15 
N 
219 
295 
Mean 
143.11 
140.54 
Std. Deviation 
24.37 
23.87 
t 
1.19 
-
Df 
512 
-
Sig. 
0.232 
-
This phenomenon has been examined and tested in Table No. 5.60 and the 
mean scores have been found to be ranging from 140.54 to 143.11 for the low and 
high income employees of AMU respectively. The't' values has also been calculated 
and was not found significant at 0.05 level of significance. Hence, it is deduced that 
JS is independent of the income level of employees and therefore, Ho-ll(l) is 
accepted because there is no significant difference in JS between the high and the low 
income employees in AMU. 
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Table No. 5.61. Showing Comparison between the mean scores of JS of PNU 
employees: Income as an independent variable 
Income 000 Rs. 
15 and above 
Below 15 
N 
62 
206 
Mean 
131.96 
136.31 
Std. Deviation 
28.03 
21.53 
t 
-
-1.12 
Df 
-
83.79 
Sig. 
-
0.264 
Table No. 5.61 for PNU employees shows that the mean scores are ranging 
from 133.96 to 136.31 for the high income and the low income employees 
respectively. The't' values has been calculated and was not found significant at 0.05 
level of significance. Hence, it is deduced that J.S. is independent of the income in 
PNU. Therefore, Ho-ll(2) that there is no significant difference in JS between the 
high and the low income employees in PNU is proved and accepted. 
Hypothesis 12: There is no significant difference in job satisfaction between the 
more experienced and the less experienced groups of employees. 
Ho c=^ 1^  1 "" m 
Table No. 5.62. Showing Comparison between the mean scores of JS of both the 
universities employees: Work experience as an independent variable 
Experience in 
years 
11 & above 
Below 1 1 
N 
462 
320 
Mean 
139.99 
138.72 
Std. Deviation 
23.46 
24.70 
t 
0.728 
-
Df 
.780 
-
Sig. 
0.467 
-
Tabic No. 5.62 shows that the mean scores of .IS are ranging from 138.72 lo 
139,99 for the less experienced and high experienced groups of employees in AMU 
and PNU respectively. The mean scores have further been examined and were not 
found significant at 0.05 level of significance. This clearly indicates that JS is 
independent of work experience of employees, therefore, Ho-12 that there is no 
significant difference in JS between the more experienced and less experienced 
groups of employees, is proved and accepted. 
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Table No. 5.63. Showing Comparison between the mean scores of JS of AMU 
employees: Work experience as an independent variable 
Work experience 
ill years 
11 and above 
Below 11 
N 
355 
159 
Mean 
140.84 
143.42 
Std. Deviation 
23.90 
24.50 
t 
-1.11 
-
Df 
512 
-
Sig. 
0.264 
-
Table 5.63 shows that the mean scores of JS are ranging from 140.84 to 
143.42 for the high experienced and the low experienced groups of AMU 
employees. The difference in mean scores has been calculated and was not found 
significant at 0.05 level of significance. This clearly indicates that JS is 
independent of work experience of employees in AMU, resultantly, Ho-12(1) that 
there is no significant difference in JS between the more experienced and the less 
experienced of groups of employees in AMU is accepted. 
Table No. 5.64. Showing Comparison between the mean scores of JS of PNU 
employees: Work experience as an independent variable 
Work experience 
yrs 
11 and above 
Below 11 
N 
107 
161 
Mean 
137.14 
134.08 
Std. Deviation 
21.81 
24.09 
t 
1.06 
-
Df 
266 
-
Sig. 
0.290 
-
Also Ihc fable No. 5.64 for PNU shows the mean scores olMS which arc 
ranging from 134.08 to 137.14 for the less experienced employees and the more 
experienced groups of employees respectively, 'fhe difference in mean scores has 
also been calculated and was not found significant at 0.05 level of significance. 
This clearly indicates that job satisfaction is independent of work experience of 
employees in PNU. As a result. Ho-12(2) that there is no significant difference in 
job satisfaction between more experienced and the less experienced of groups of 
employees in PNU, is proved and accepted. 
Hypothesis 13: There is no significant difference in JS between support staff of 
academic academic and non-academic departments/units. 
H() !=::> Hi - Hi 
H| [=0 l-l 1 ^ 1^ 2 
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Table No. 5.65. Showing Comparison between the mean scores of JS of both the 
universities employees: Type of department as an independent variable 
Department 
Academic 
Non-academic 
N 
397 
385 
Mean 
138.13 
140.84 
Std. Deviation 
25.24 
22.53 
t 
-
-1.58 
Df 
-
774.70 
Sig. 
-
0.113 
The Table No. 5.65 shows the mean scores of JS which are ranging from 
138.13 to 140.84 for the employees in academic and non-academic departments 
respectively. The difference in mean scores has been calculated and was not found 
significant at 0.05 level of significance. This clearly indicates that JS is 
independent of the type of units and departments in both the universities. So Ho-13 
that there is no significant difference in job satisfaction between support staff of 
academic and non-academic departments/units, is proved and accepted. 
Table No. 5.66. Showing Comparison between the mean scores of JS of AMU 
employees: Type of department as an independent variable 
Department 
Academic 
Non-academic 
N 
276 
238 
Mean 
139.58 
144.03 
Std. Deviation 
25.50 
22.17 
t 
-2.09 
-
Df 
512 
-
Sig. 
0.037 
-
Table No. 5.66 shows the mean values of job satisfaction which are 
ranging from 139.58 to 144.03 for the employees of academic and the non-
academic departments in AMU respectively. The't' values comparison has been 
done and was found significant at 0.05 level of significant. Conclusively, 
employee's J.S depends on the type of departments/units in AMU. Therefore, Ho-
13(1) that there is significant difference in job satisfaction between support staff 
from academic and non-academic departments/units in AMU is not proved and 
finally it is rejected. 
Table No. 5.67. Showing Comparison between the mean scores of JS of PNU 
employees: Type of department as an independent variable 
Department 
Academic 
Non academic 
N 
121 
147 
Mean 
134.84 
135.69 
Std. Deviation 
24.43 
22.23 
t 
-0.301 
-
Df 
266 
-
Sig. 
0.764 
-
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Also Table No. 5.67 shows the mean values of JS which are ranging from 
134.84 to 135.69 for the employees of academic and the non-academic 
departments in PNU. The't' values comparison has also been done and was not 
found significant at 0.05 level of significance. Conclusively, employees JS does 
not depend on the type of departments/units in PNU. Therefore, Ho-13(2) that 
there is no significant difference in JS between support staff of academic and non-
academic departments/units in PNU is accepted. 
Hypothesis 14: There is no significant difference in the contribution of various 
components of JS to employees' JS. 
Ho c=0> (i 1 = 1^ 2 |i6 
Hi i=> n 1 i=- 1-12 H6 
Table No. 5,68. Showing Comparison between the mean scores of JS of employees in 
both universities: Dimensions of JS as independent variables 
Dimensions 
Work 
Supervision 
Coworkers 
Promotion 
PAY 
TJS* 
*TJS = Total job satisi 
Mean Rank 
3.99 
4.02 
3.90 
1.28 
1.81 
6.00 
'action 
N 
Chi-Square 
df 
Asymp. Sig. 
782 
3311.360 
5 
.000 
Table No. 5.68 shows the mean scores of JS that are ranging from 1.28 
(for promotion); 1.81 (for pay); 3.90 (for co-workers); 3.99 (for work) and 4.02 
(for supervision). The difference in mean scores has been calculated and was 
found significant at 0.05 level of significance. This clearly indicates that JS is 
differentially dependent on the above mentioned dimensions. Therefore, Ho-14 
that there is no significant difference in the contribution of the different 
dimensions of JS to employee's JS is disproved and not accepted. 
219 
Table No. 5.69. Showing Relationship between the mean scores of JS of AMU 
employees: JS dimensions as independent variables 
Dimensions 
Work 
Supervision 
Coworkers 
Promotion 
PAY 
T.J.S 
N 
Chi-Square 
Df 
Asymp. Sig. 
Mean Rank 
3.93 
4.01 
3.96 
1.25 
1.85 
6.00 
514 
2170.90 
5 
.000 
Table No. 5.69 shows that JS mean scores of AMU employees against 
various dimensions of JS are ranging from 1.25 (for promotion); 1.85 (for pay); 
3.93 (for work); 3.96 (for coworkers) and 4.01 (for supervision) in AMU. The 
difference in mean scores has been calculated and was found significant at 0.05 
level of significance. This clearly indicates that JS is definitely dependent on JS 
dimensions in AMU. Therefore, Ho-14(l) that there is no significant difference in 
the contribution of various dimensions of employee's JS in AMU, disproved and 
therefore, rejected. 
Table No. 5.70 Showing Relationship between the mean scores of JS of PNU 
employees: JS dimensions as independent variables 
Dimensions 
Work 
Supervision 
Coworkers 
Promotion 
PAY 
T.J.S 
N 
Chi-Square 
Df 
Asymp. Sig. 
Mean Rank 
4.11 
4.04 
3.80 
1.33 
1.73 
6.00 
268 
1144.64 
5 
.000 
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Also the Table No. 5.70 for PNU shows the mean scores of PNU 
employees against various dimensions of JS which are ranging from 1,33 (for 
promotion); 1.73 (for pay); 3.80 (for coworkers); 4.04 (for supervision) and 4.11 
(for work). The difference in mean score has been found significant at 0.05 level 
of significance. This clearly indicates that the job satisfaction is definitely 
dependent on JS dimensions in PNU. As a result, Ho-14(2) that there is no 
significant difference in the components of job satisfaction to employee's JS in 
PNU is not proved and therefore, not accepted. 
We can compare between all JS dimensions of JS for all groups of 
employees in both the universities as shown below: 
Figure No. 5.1. Showing Dimensions of JS 
Work 
Supervision 
Coworkers 
Promotion 
Pay 
Figure No. 5.2. Showing total sample of employees for both the universities 
Job satisfaction 
AMU employees 
Sample for All employees 
_782 
(1) 
t 
(2) 
PNU Employees 
268 
No teachers 
354 
No teachers 
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Table No. 5.71. Showing Comparison of mean scores for different JS dimensions between the 
university employees of AMU and PNU 
No. 
Hyp. 
Ho,5 
Ho,6 
Ho,7 
H0|8 
Ho 19 
Dimension 
Work 
Supervisor 
Coworicer 
Promotion 
Pay 
Univ. Employees 
AMU employees 
PNU employees 
AMU employees 
PNU employees 
AMU employees 
PNU employees 
AMU employees 
PNU employees 
AMU employees 
PNU employees 
N=782 
514 
268 
514 
268 
514 
268 
514 
268 
514 
268 
Mean 
35.71 
35.99 
36.30 
35.43 
35.91 
33.67 
14.78 
14.23 
18.92 
15.96 
Std. 
Deviation 
7.703 
8.53 
8.08 
8.39 
8.64 
8.76 
6.02 
5.01 
5.75 
5.59 
V 
.450 
1.42 
3.41 
1.34 
6.88 
Df 
495.46 
780 
780 
633.81 
780 
Sig. 
.653 
.156 
.001* 
.178 
.000* 
*There is significant difference at 0.01 level. 
Ho-15 - There is no difference between JS of AMU employees and PNU 
employees on work dimension. 
Table No. 5.71 shows the mean score of work dimension ranging between 
35.71 for AMU and 35.99 for PNU. The difference in mean scores has been 
calculated and was not found significant at 0.05 level of significance. Ho-15 that 
there is no difference in JS of AMU employees and PNU employees on work 
dimension is proved and accepted. 
Ho-16 - There is no difference between JS of AMU employees and PNU 
employees on supervision dimension. 
Table No. 5.71 shows the mean scores of supervision dimension which are 
ranging between 35.43 for PNU employees and 36.30 for AMU employees. The 
difference in mean scores has been calculated and was not found significant at 
0,05 level of significance. Therefore, Ho-16 that there is no difference in JS of 
AMU employees and PNU employees on supervision dimension is proved and 
accepted. 
Ho-17 - There is no difference between the JS of AMU employees and PNU 
employees on coworkers' dimension. 
Table No. 5.71 shows the mean scores of coworkers' dimension that are 
ranging between 33.67 for PNU employees and 35.91 for AMU employees. The 
difference in mean scores has been calculated and was found significant at 0.05 
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level of significance (0.001). Therefore, Ho-17 that there is no significant 
difference between JS of AMU employees and PNU employees on coworkers 
dimension is accepted. 
Ho.18 - There is no difference between the JS of AMU employees and PNU 
employees on promotion dimension. 
Table No. 5.71 shows the mean scores of promotion dimension which are 
ranging between 14.23 for PNU employees and 14.78 for AMU employees. The 
difference in mean scores of promotion has been calculated and was not found 
significant at 0.05 level of significance. Therefore, Ho-18 that there is no 
significant difference between J.S. of AMU and PNU employees on promotion 
dimension, is proved and accepted. 
Ho-19 - There is no difference between the JS of AMU and PNU employees on 
pay dimension. 
Table No. 5.71 shows the mean scores of pay dimension for PNU and 
AMU employees as 15.96 and 18.92 respectively. The difference between mean 
scores of pay has also been calculated and was found significant at 0.05 level of 
significance (0.000) and as a result of Ho-19 that there is no significant difference 
between JS of AMU and PNU employees on pay dimension is disproved and 
therefore rejected. 
Table No. 5.72. Showing Comparison of means of different dimension scores for AMU 
employees 
No. 
Hyp. 
H020 
H021 
H022 
H02', 
H024 
Dimension 
Work 
Supervisor 
Coworker 
Promotion 
Pay 
Designation 
AMU Teachers 
AMU Non Teachers 
AiVlU Teachers 
AMU Non Teachers 
AMU Teachers 
AMU Non Teachers 
AMU Teachers 
AMU Non Teachers 
AMU Teaciiers 
AMU Non Teachers 
N=514 
160 
354 
160 
354 
160 
354 
160 
354 
160 
354 
Mean 
37.25 
35.01 
36.41 
36.25 
34.28 
36.65 
14.60 
14.86 
20.70 
18.11 
Std. 
Deviation 
7.13 
7.85 
8.57 
7.86 
8.89 
8.43 
5.52 
6.24 
5.54 
5.66 
t 
3.079 
.206 
2.905 
.482 
4.81 
Df 
5.12 
512 
512 
344.35 
512 
Sig. 
.02* 
.837 
.004** 
.630 
.000** 
*thc significant dirfcrcnce at 0.05 level. 
**the significant difference at 0.01 level. 
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Ho-20 - There is no differences on the level of JS between AMU teachers and non 
teachers on work dimension. 
Table No. 5.72 shows the mean scores on work dimension between 
teachers and non-teachers. The mean score varies between 35.01 and 37.25 for 
non-teachers and teachers respectively. The difference in mean score of work has 
also been calculated and was found significant at 0.05 level of significance 
(0.002). Therefore Ho-20 that there is no significant difference between JS of 
AMU teachers and non teachers on work dimension is not proved and rejected. 
Ho-21 - There is no difference on the levels of JS between AMU teachers and non 
teachers on supervision dimension. 
Table No. 5.72 shows the mean scores on supervision dimension for AMU 
teachers and non teachers which vary between 36.25 and 36.41 for non-teachers 
and teachers respectively. The difference between mean scores of work has been 
calculated and was not found significant at 0.05 level of significance. Therefore, 
Ho-21 that there is no significant difference in JS between AMU teachers and non 
teachers on supervision dimension is proved and accepted. 
Ho.22 - There is no difference on the levels of JS between AMU teachers and non 
teachers on coworkers' dimension. 
Table No. 5.72 shows the mean scores on coworkers' dimension that are 
ranging from 34.28 for teacher and 36.65 for non teachers. The difference between 
mean scores on this dimension has been calculated and was found significant at 
0.05 level of significance (0.004). Therefore, Ho-22 that there is no difference on 
the levels of J.S. of AMU teachers and non teachers on coworkers dimension is 
neither proved nor accepted. 
Ho-23 - There is no difference on the levels of JS between AMU teachers and non 
teachers on promotion dimension. 
Table No. 5.72 shows the mean scores on promotion dimension which are 
ranging from 14.60 for teachers and 14.86 for non teachers in AMU. The 
difference between mean scores on promotion has been statistically calculated and 
was not found significant at 0.05 level of significance. Consequently, Ho-22 that 
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there is no difference between the level of J.S. of AMU teachers and non teachers 
on promotion dimension is proved and accepted as well. 
Ho-24 - There is no difference between the levels of JS of AMU teachers and non 
teachers on pay dimension. 
Table No. 5.72 shows the mean scores on pay dimension that is 18.11 for 
non teachers and 20.70 for teachers. The difference between the mean scores of 
pay dimension has also been statistically calculated and was found significant at 
0.05 level of significance that there is difference between the level of JS of AMU 
teachers and non teachers on pay dimension. So, Ho-24 is neither proved nor 
accepted. 
Table No. 73. Showing Comparison between the mean scores of PNU teachers and non-
teachers on different dimension of JS 
No, 
Hyp. 
Ho,5 
H026 
H027 
H028 
Hoit) 
Dimensions 
Work 
Supervisor 
Coworker 
Promotion 
Pay 
Designation 
PNU Teachers 
PNU Non Teachers 
PNU Teachers 
PNU Non Teachers 
PNU Teachers 
PNU Non Teachers 
PNU Teachers 
PNU Non Teachers 
PNU Teachers 
PNU Non Teachers 
N=268 
51 
217 
51 
217 
51 
217 
51 
217 
51 
217 
Mean 
34.54 
36.33 
34.88 
35.56 
32.64 
33.92 
14.66 
14.13 
17.86 
15.51 
Std. 
Deviation 
10.24 
8.06 
9.40 
8.15 
9.44 
8.60 
5.34 
4.93 
5.82 
5.46 
t 
1.16 
.520 
.934 
.683 
2.727 
Df 
65.31 
266 
266 
266 
266 
Sig. 
.249 
.604 
.351 
.495 
.007* 
"Significant difference at 0.01 level. 
Ho-25 - There is no difference between levels of JS of PNU teachers and non 
teachers on work dimension. 
Table No. 5.73 shows the mean scores for work that varies between 34.54 
for teachers and 36.33 for non teachers. The difference in mean scores has also 
been calculated and was not found significant at 0.05 level of significance. 
Resultantly, Ho-25 that there is no difference between the levels of JS of PNU 
teachers and non teachers on work dimension is proved and accepted as well. 
Ho-26 - There is no difference between the levels of JS of PNU teachers and non 
teachers on supervision dimension. 
225 
Table No. 5.73 shows the mean scores on supervision dimension that 
ranging between 34.88 for PNU teachers and 35.56 for non teachers. The 
difference in mean scores has also been calculated statistically and was not found 
significant at 0.05 level of significance. Resultantly, Ho-26 that there is no 
difference between the levels of JS of PNU teachers and non teachers on 
dimension of supervision is proved and accepted. 
Ho-27 - There is no difference between the levels of JS of PNU teachers and non 
teachers on coworkers' dimension. 
Table No. 5.73 shows the mean scores on coworkers dimension which are 
ranging between 33.92 for non teachers and 32.64 for PNU teachers. The 
difference between mean scores has also been calculated and was not found 
significant at 0.05 level of significance. Therefore, Ho-27 that there is no 
difference between the levels of JS of PNU teachers and non teachers on 
coworkers' dimension. So Ho-27 is proved and accepted. 
Ho-28 - There is no difference in the level of JS between PNU teachers and non 
teachers on promotion dimension. 
Table No. 5.73 shows the mean scores on coworkers dimension which are 
14.13 for non teachers and 14.66 for teachers. The difference between mean scores 
has also been calculated and was not found significant at 0.05 level of 
significance. Consequently, Ho-28 that there is no difference between the levels of 
JS of PNU teachers and non teachers on promotion dimension is proved and 
finally accepted. 
Ho-29 - There is no difference between the levels of JS of PNU teachers and non 
teachers on pay dimension. 
Table No. 5.73 shows the mean scores for work dimension which are 
ranging from 15.51 for non teachers and 17.86 for teachers. The difference 
between mean scores has also been calculated and was found significant at 0.05 
level of significance. Therefore, Ho-29 that there is no difference between levels of 
JS of PNU teachers and non teachers is neither proved nor accepted. 
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Table No. 5.74. Showing Comparison between mean scores for AMU and PNU Teachers on 
different dimensions of JS 
No. 
Hyp. 
Ho,o 
Ho:,i 
H032 
H033 
H034 
Dimension 
Work 
Supervision 
Cowortcers 
Promotion 
Pay 
Univ. teachers 
AMU teachers 
PNU teachers 
AMU teachers 
PNU teachers 
AMU teachers 
PNU teachers 
AMU teachers 
PNU teachers 
AMU teachers 
PNU teachers 
N=211 
160 
51 
160 
51 
160 
51 
160 
51 
160 
51 
Mean 
37.25 
34,54 
36.41 
34.88 
34.28 
32.64 
14.60 
14.66 
20.70 
17.86 
Std. 
Deviation 
7.13 
10.24 
8,57 
9.40 
8.89 
9.44 
5.52 
5.34 
5.54 
5.82 
t 
1.75 
1.08 
1.12 
.076 
3.14 
Df 
66.14 
209 
209 
209 
209 
Sig. 
.085 
.278 
.262 
.940 
.002* 
•Significant difference at 0.01 level. 
Ho-30 - There is no difference between the level of JS of AMU and PNU teachers 
on work dimension. 
Table No. 5.74 shows the mean scores on work dimension which are 34,54 
for PNU teachers and 37.25 for AMU teachers. The difference between mean 
scores has been calculated and was not found significant at 0.05 level of 
significance. As a result, HO-30 that there is no difference between the levels of 
J.S. of AMU and PNU teachers on work dimension is proved and accepted. 
Ho-31 - There is no difference between the levels of JS of AMU and PNU 
teachers on supervision dimension. 
Table No. 5.74 shows the mean scores on supervision dimension which are 
34.88 for PNU teachers and 36.41 for AMU teacher. The difference between mean 
scores has also been calculated and was not found significant at 0.05 level of 
significance as a consequence Ho-31 that there is no difference between the levels 
of J.S. of AMU and PNU teachers on supervision dimension, is proved and 
accepted. 
Ho-32 - There is no difference between the levels of JS of AMU and PNU teachers 
on coworkers' dimension. 
liable No. 5.74 shows the mean scores for coworkers as one dimension. 
The mean scores are 32.64 for PNU teachers and 34.28 for AMU teachers 
respectively. The difference between mean scores has also been calculated and 
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was not found significant at 0.05 level of significance. Therefore, Ho-32 that there 
is no difference between the levels of JS of AMU and PNU teachers on coworkers' 
dimension, is proved and accepted. 
Ho-33 - There is no difference between the levels of JS of AMU and PNU 
teachers on promotion dimension. 
Table No. 5.74 shows the mean scores for promotion as one of the job 
dimensions. The mean scores for AMU and PNU teachers are 14.60 and 14.66 
respectively. The difference between mean scores has been calculated and was not 
found significant at 0.05 level of significance. Resultantly, Ho-33 that there is no 
difference between the levels of J.S. of AMU and PNU teachers on promotion is 
proved and accepted. 
Ho-34 - There is no difference between the levels of JS of AMU and PNU teacher 
on pay dimension. 
Table No. 5.74 shows the mean scores for pay as one of the dimensions that 
range between 20.70 for AMU teachers and 17.80 for PNU teachers. The 
difference in the mean scores has also been calculated and was found significant at 
0.05 level of significance (0.002). Therefore, Ho-34 that there is no difference 
between the levels of JS of AMU and PNU teachers on pay dimension, is not 
proved and therefore, rejected. 
Tabic No. 5.75. Showing Comparison among the mean scores of different dimensions of JS for 
AMU and PNU Non teachers 
No. 
Hyp. 
H035 
Ho:,6 
Ho„ 
Ho:„ 
H03, 
Dimension 
Work 
Supervision 
Coworker 
Promotion 
Pay 
Univ. non-
icaciicrs 
AMU no teacher 
PNU no teacher 
AMU no teacher 
PNU no teacher 
AMU no teacher 
PNU no teacher 
AMU no teacher 
PNU no teacher 
AMU no teacher 
PNU no teacher 
N=571 
354 
217 
354 
217 
354 
217 
354 
217 
354 
217 
Mean 
35.01 
36.33 
36.25 
35.56 
36.65 
33.92 
14.86 
14.13 
18.11 
15.51 
Std. 
Deviation 
7.85 
8.06 
7.86 
8.15 
8.43 
8.60 
6.24 
4.93 
5.66 
5.46 
t 
1.22 
1.01 
3.73 
1.54 
5.39 
Df 
569 
569 
569 
533.52 
569 
Sig. 
.055 
.311 
.000* 
.122 
.000* 
•significant difference in 0.01 level. 
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Ho-35 - There is no difference between the levels of JS of AMU and PNU non 
teachers on work dimension. 
Table No. 5.75 shows the mean scores on work dimension which are 35.01 
for AMU non-teachers and 36.33 for PNU non teachers. The difference between 
the mean scores has been calculated and was not found significant at 0.05 level of 
significance. Consequently, Ho-35 that there is no difference between the levels of 
JS of AMU and PNU non-teachers on work dimension, is proved and accepted. 
Ho-36 - There is no difference between the levels of JS of AMU and PNU non 
teachers on supervision dimension. 
Table No. 5.75 shows the mean scores for supervision as one of the JS 
dimensions which are 35.56 for PNU non teachers and 36.25 for AMU non 
teachers. The difference between the mean scores has been calculated and was not 
found significant at 0.05 level of significance. As a result, Ho-36 that there is no 
difference between the levels of JS of AMU and PNU non teachers on supervision 
dimension is proved and accepted. 
Ho-37 - There is no difference between the levels of JS of AMU and PNU non 
teachers on coworkers' dimension. 
I'ablc No. 5.75 shows the mean scores for coworkers as one of the J.S. 
dimensions which are 33.92 for PNU non teachers and 36.65 for AMU non 
teacher. The difference between mean scores has also been calculated and was 
found significant at 0.05 level of significance (0.000). Therefore, Ho-37 that there 
is no difference between the levels of JS of AMU and PNU non teachers on 
coworkers dimension is not proved and therefore, is rejected. 
Ho-38 - There is no difference between the levels of JS of AMU and PNU non 
teachers on promotion dimension. 
Table No. 5.75 shows the mean scores for promotion which are 14.13 for 
PNU and 14.86 for AMU non teachers. The difference in the mean scores has also 
been calculated and was not found significant at 0.05 level of significance. As a 
consequence, Ho-38 that there is no difference between the levels of JS of AMU 
and PNU non teachers on promotion dimension is proved as well as accepted. 
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Ho-39 - There is no difference between the levels of JS of AMU and PNU non 
teachers on pay dimension. 
Table No. 5.75 shows the mean scores for pay which come to be 15.51 for 
PNU and 18.11 for AMU non teachers. The difference in the mean scores has been 
calculated and was found significant at 0.05 level of significance (0.000). 
Therefore, Ho-39 that there is no difference between the levels of JS of AMU and 
PNU non teachers on pay dimension is not proved and, therefore, is rejected. 
230 
References 
1. Akhtar, Zaki (2000). A Study of Job Satisfaction as related to Organizational 
Climate and Occupational Stress, Doctoral Thesis, Department of 
Psychology, AMU, Aligarh. 
2. Erphan, Shceba and Mahmood (2002). Level of job satisfaction among 
doctors and paramedical staff as related to self efficacy hospital climate and 
certain biographical variables, Doctoral thesis, Department of Psychology, 
AMU, Aligarh. 
3. Gnosh, B.N. (1992). Scientific method and social research, 3 '^' ed. Sterling 
Publisher Private Ltd., p. 159, New Delhi. 
4. Haffeznia, Mohammad Reza (2004). Introduction to the Research Method in 
Humanities, Iran-Tehran SAMT Publisher. 
5. Imtiaz Nasheed (2000). Organizational culture as a determiner of job 
satisfaction and work commitment, a study of supervisors and middle level 
managers. Doctoral thesis, Department of Psychology, AMU, Aligarh. 
6. Kothari, C.R. (2001). Research methodology, Vishwa Prakashan, New Delhi. 
Chapter-6 
RESULTS AND DISCUSSION 
The purpose of the present study was to find out the level of job 
satisfaction (JS) and various factors (like work, supervisor, co-workers, pay and 
promotion) influencing it and also to prove the influence of certain biographical 
variables such as age, sex, marital status, qualification, designation, job status, 
income, experience and type of department on the level of JS among the 
employees of AMU and PNU. Keeping in view the major objectives of this study 
each group was divided on the basis of median in order to form the high and low 
group to see the varied effect of each independent variable on JS. To find out the 
significance of mean difference between various comparison groups, 39 null 
hypotheses including 25 sub-hypotheses were formulated and each hypothesis was 
tested as per requirements of the study by means of t ' test, Friedman test and Chi 
square test. The results of the groups compared have been presented as under: 
Results of Analyzing the Hypotheses: 
Table No. 6.1 showing results of analyzing the hypotheses 
Ho .... Combined, HO....(1) = AMU, HO. , (2) = PNU [AC = Accepted, Re = 
Rejected] 
No.H 
Ho-1 
Ho-2 
Ho-3 
Ho-4 
Ho-5 
Hypotheses 
There will be no higher than average job satisfaction 
among the employees of both the universities AMU 
and PNU combined 
There will be no significant difference in job 
satisfaction between the employees of AMU and 
PNU. 
There will be no significant difference in JS between 
high and low age groups of employees 
There will be no significant difference in JS between 
male and female employees 
There will be no significant difference in JS between 
married and unmarried employees 
Results 
Ho-1 = Re 
Ho-l(l) = Re 
Ho-l(2) = Re 
Ho-2 = Re 
Ho-3 = Re 
Ho-3(l) = Ac 
Ho-3(2) = Re 
Ho-4 = Re 
Ho-4(l) = Ac 
Ho-4(2) = Ac 
Ho-5 = Ac 
Ho-5(l) = Ac 
Ho-5(2) = Ac 
Note dotted line above is meant for the number of hypothesis 1 to 39. 
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Ho-6 
Ho-7 
Ho-8 
Ho-9 
Ho-10 
Ho-11 
Ho-12 
Ho-13 
Ho-14 
Ho-15 
Ho-16 
Ho-17 
Ho-18 
Ho-19 
Ho-20 
Ho-21 
There will be no significant difference in JS between 
high and low qualified groups of employees 
There will be no significant difference in JS between 
teachers and non-teachers 
There will be no significant difference in JS between 
administrators and teachers. 
There will be no significant difference in JS between 
administrators and workers 
There will be no significant difference in JS between 
permanent and temporary employees 
There will be no significant difference in JS between 
high and low income employees 
There will be no significant difference in JS between 
more experienced and less experienced employees 
There will be no significant difference in JS between 
support staff of academic and non academic 
departments 
There will be no significant difference in the 
contribution of different dimensions of job 
satisfaction to total job satisfaction 
There will be no significant difference in job 
satisfaction between AMU and PNU employees on 
work dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU employees on 
supervision dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU employees on 
coworkers dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU employees on 
promotion dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU employees on 
pay dimension 
There will be no significant difference in job 
satisfaction between AMU teachers and non-teachers 
on work dimension 
There will be no significant difference in job 
satisfaction between AMU teachers and non-teachers 
on supervision dimension 
Ho-6 = Ac 
Ho-6(l) = Ac 
Ho-6(2) = Ac 
Ho-7 = Ac 
Ho-7(l) = Ac 
Ho-7(2) = Ac 
Ho-8 = Ac 
Ho-8(l) = Ac 
Ho-8(2) = Re 
Ho-69= Re 
Ho-9(l) = Ac 
Ho-9(2) = Re 
Ho-10 = Ac 
Ho-10(l) = Ac 
Ho-10(2) = Ac 
Ho-11 =Ac 
Ho-ll(l) = Ac 
Ho-ll(2) = Ac 
Ho-12 = Ac 
Ho-12(l) = Ac 
Ho-12(2) = Ac 
Ho-13 = Ac 
Ho-13(l) = Re 
Ho-13(2)-Ac 
Ho-14 = Re 
Ho-14(l) = Re 
Ho-14(2) = Re 
Ho-15 = Ac 
Ho-16 = Ac 
Ho-17 = Re 
Ho-18 = Ac 
Ho-19 = Re 
Ho-20 = Re 
Ho-21 =Ac 
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Ho-22 
Ho-23 
Ho-24 
Ho-25 
Ho-26 
Ho-27 
Ho-28 
Ho-29 
Ho-30 
Ho-31 
Ho-32 
Ho-33 
Ho-34 
Ho-35 
Ho-36 
Ho-37 
There will be no significant difference in job 
satisfaction between AMU teachers and non-teachers 
on coworkers dimension 
There will be no significant difference in job 
satisfaction between AMU teachers and non-teachers 
on promotion dimension 
There will be no significant difference in job 
satisfaction between AMU teachers and non-teachers 
on pay dimension 
There will be no significant difference in job 
satisfaction between PNU teachers and non-teachers 
on work dimension 
There will be no significant difference in job 
satisfaction between PNU teachers and non-teachers 
on supervision dimension 
There will be no significant difference in job 
satisfaction between PNU teachers and non-teachers 
on coworkers dimension 
There will be no significant difference in job 
satisfaction between PNU teachers and non-teachers 
on promotion dimension 
There will be no significant difference in job 
satisfaction between PNU teachers and non-teachers 
on pay dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU teachers on 
work dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU teachers on 
supervision dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU teachers on 
coworkers dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU teachers on 
promotion dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU teachers on pay 
dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU non-teachers on 
work dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU non-teachers on 
supervisor dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU non-teachers on 
coworkers dimension 
Ho-22 = Re 
Ho-23 = Ac 
Ho-24 = Re 
Ho-25 = Ac 
Ho-26 = Ac 
Ho-27 = Ac 
Ho-28 = Ac 
Ho-29 = Re 
Ho-30 - Ac 
Ho-31 =Ac 
Ho-32 = Ac 
Ho-33 = Ac 
Ho-34 = Re 
Ho-35 = Ac 
Ho-36 = Ac 
Ho-37 = Re 
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Ho-38 
Ho-39 
There will be no significant difference in job 
satisfaction between AMU and PNU non-teachers on 
promotion dimension 
There will be no significant difference in job 
satisfaction between AMU and PNU non-teachers on 
pay dimension 
Ho-38 = 
Ho-39 -
-Ac 
= Re 
The result of each hypothesis has been explained as follows: 
HQ-I : There will be no higher than average JS among the employees of both the 
universities AMU and PNU combined. The result in Table No. 6.1 shows that HQ-I 
that the level of job satisfaction in both the universities combined is more than 
average and, therefore, Ho-1 is rejected. Also the level of job satisfaction is more 
than average in AMU and PNU separately. So both Ho-l(l) and Ho-l(2) are also 
rejected. 
Job satisfaction in this study includes five dimensions such as work, 
supervisor, co-workers, promotion and pay. Mostly job satisfaction is due to work, 
supervisor and co-workers and they are not satisfied with promotion in both the 
universities. As far as job satisfaction with pay is concerned, they are neither 
satisfied nor dissatisfied as the mean score is average. The result indicates that the 
policies for pay and promotion are not fair. The employees are not satisfied with 
promotion because the opportunities for promotion are not available and it is 
neither regular and frequent nor based on ability. The employees are also not 
satisfied with pay, as they feel that pay is neither high nor enough and adequate to 
provide them with luxuries. It is really not what they deserve, nor adequate for 
meeting out their normal expenses. This result is same in both the universities. 
Ward. E. Melanie and Sloane. J. Peter (2000) had reported that the level of job 
satisfaction among academics is high with respect to overall JS dimensions 
although not so high with pay and promotion. Hozoory Mohammad Javad (2003) 
had reported that PNU teachers are satisfied with supervisor and work and they are 
not satisfied with promotion and other facilities. Israrul Haq. M. (2004) had 
reported that AMU teachers are moderately satisfied with their jobs (38 per cent). 
H()-2: There will be no significant difference in JS between AMU and PNU 
employees. 
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According to the result, there is significant difference in job satisfaction 
between the employees of AMU and PNU; therefore, Ho-2 is also rejected because 
the average job satisfaction in AMU is higher than that of PNU. One of the causes 
may be due to employees' over expectations. PNU employees are also less 
satisfied than AMU employees with pay and co-workers. Worker's salary in PNU 
is less than AMU workers and cost of living and inflation in Iran is higher than 
India. Consumer culture and consumption pattern in Iran is also different, so salary 
is not sufficient for high expectations for living in Iran. 
If one compares between the living standards of Iran and India, one will 
find that most of Iranian people own a house, a car and furnitures but Indian 
people mostly use cycles or scooters, have a small house or live in a rented house, 
and in most of the cases do not have a lot of furnitures. Iranians by and large 
change their cars and furnitures after every few years, but Indians make use of 
them for longer terms, so as a result employees' expectations in Iran are higher 
than India with respect to their salary. 
Ho-3: There will be no significant difference in job satisfaction between high and 
low age groups of employees. 
It appears from the result that there is significant difference in job 
satisfaction between high and low age groups of employees. Younger people are 
less satisfied than the older ones because older people have lower expectations and 
they get higher salary due to their longer services in the university and also 
because of their getting promoted, consequently Ho-3 is rejected. Similarly for 
PNU, there is significant difference in job satisfaction between high and low age 
groups of employees. So Ho-3(2) is also rejected. However, there is no significant 
difference in job satisfaction between high and low age groups of employees in 
AMU, because both the groups are feeling similarly well about work, supervisor 
and co-workers, though they do not feel so well about promotion and pay. So Ho-
3(1) is accepted. 
The low level of job satisfaction among young employees may be 
attributed to three reasons - unrealistic job expectations, over qualifications for 
jobs, and irresponsive and authoritarian style of management (Hughy, p. 96). Saleh 
Shoukry D. and Jayl Otis (1964) had found that the level of job satisfaction 
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increases with age. Nazrul Islam (2003) had reported that the age has positive 
relationship with JS. The older workers have more salary and fair supervision, 
higher opportunity to perform more important tasks, get co-worker's respect. The 
positive relationship between age and JS was also found by Guha (1965) Sinha 
and Agrawal (1971), Kakkar (1983), Singh (1985), Dixit (1986), Srivastava 
(1986), Okala and Eddy (1994), Birdi et al. (1995) Penda et al. (1996), 
Chandraiah, K. and Agrawal, S.C. (2003) also Ward E. Melanie and Sloane. J. 
Peter (2000). There was difference in JS between high age and low age groups in 
Scottish universities also. In the present study older people are more satisfied than 
younger people, because they feel that the work is fascinating, good, satisfying, 
and useful and that the supervisor is competent, intelligent, around when needed, 
flexible, good and praises good work. Regarding co-workers they believed that 
coworkers are stimulating, fast, responsible, smart, friendly and respect their 
privacy. Also about pay dimension, they believe that pay is good, secure, high and 
adequate for normal expenses. In fact they are paid what they deserve. However, 
both the groups are not satisfied with promotion. 
Ho-4: There will be no significant difference in JS between male and female 
employees. 
According to the result, there is significant difference in job satisfaction 
between male and female employees; therefore, Ho-4 is rejected. This is rejected 
because the result shows that both males and females are not satisfied with pay 
and promotion and females are relatively less satisfied than their male counterparts 
though they are equal in job satisfaction on work, supervisor and coworkers 
dimensions. However, there is no significant difference in JS between males and 
females in both the universities separately. So Ho-4(l) and Ho-4(2) are accepted. 
Mishael Middagh (1995) had found that there was no difference in JS between 
male and female employees in Delaware University, also Masan and et al. (1995), 
Ward E. Nelanic and Sloane. J. Peter (2000) had reported that there was no 
difference in JS between men and women in Scottish universities. Oshagbemi 
Titus (2003) had reported gender difference in universities of U.K. is not 
associated with JS and also Bilain (1986) had also reported that JS did not vary 
according to sex. Haider Ali Hooman (2001) had reported that there was no 
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significant difference in JS between females and males in Iranian governmental 
organizations. Hoozory M.J. (2003) had reported that there was no difference in JS 
between male and female teachers in PNU, Iran. Sheeba and Mahmood (2002) had 
reported that there was no difference in JS between male and female doctors 
working in AMU. Israrul Haq M. (2004) had reported that both male and female 
academicians are moderately satisfied with their job. Nasir Ali and Mahmood 
(1999) had reported that there was no significant difference in JS between male 
and female employees of AMU. 
They have same feeling about work, supervisor and co-workers 
dimensions. They feel that work is complex, creative, fascinating, good, useful, 
pleasant and healthful. Regarding supervisor dimension, they believe that 
supervisor is competent, intelligent, around when needed, tactful, even tempered, 
flexible, and good, leaves them on their own, gives them feedback. About co-
workers they feel that co-workers are stimulafing, loyal, fast, responsible, smart, 
active, pleasant, friendly, have broad interests and respect their privacy. However, 
they feel differently about pay and promotion dimensions as males are more 
satisfied than females with pay and promotion. 
Ho-05: There willbe no significant difference in job satisfaction between married 
and unmarried employees. 
According to the result, there is no significant difference in job 
satisfaction between married and unmarried employees; therefore, Ho-5 is 
accepted. It is accepted because they feel similarly about work, supervisor, co-
workers, pay and promotion. Ho-5(l) and Ho-5(2) are also accepted, because there 
is no difference in JS between married and unmarried employees of both the 
universities. They feel that salary, facilities and promotion policies are not 
different for both the groups. They are feeling similarly about work dimension. 
They feel that the work is complex, creative, fascinating, respectful, pleasant, 
healthful and gives a sense of accomplishment. They are feeling the same way 
about supervisor dimension. They say that the supervisor is competent, intelligent, 
around when needed, good, even tempered, flexible, leaves them on their own, 
tells them where do they stand and praises good work. Also about coworkers 
dimension, they say that co-workers are responsible, smart, active, pleasant, 
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friendly, have broad interests, and respect their privacy. About promotion, they 
believe that it is fair, regular, frequent, based on ability and there is availability of 
good opportunity for advancement, however, they are not satisfied with pay. 
Lack of relationship between job satisfaction and marital status had been 
reported by Sinha and Nair (1965), Ghosh and Shukla (1967), Sinha and Agrawal 
(1971), Bhatt (1992), Zeeshan (1996). Sheeba and Mahmood K. (1999) had 
reported that there was no difference in job satisfaction between married and 
unmarried employees in AMU. 
Ho-6: There will be no significant difference in job satisfaction between highly 
and lowly qualified groups of employees. 
According to the result, there is no significant difference in job 
satisfaction between highly and lowly qualified groups of employees; therefore, 
Ho-6 is accepted. Similarly Ho-6(l) and Ho-6(2) regarding AMU and PNU 
respectively, are also accepted. Lack of relationship between job satisfaction and 
educational level had been reported by Sinha and Sharma (1962), Natraj and 
Hafeez (1965), Sinha & Nair (1965), Ghosh & Shukla (1967), Vasudeva & Rajbir 
(1976), Zeeshan (1996). 
If we look at the details of reasons, we find that they have similar feeling 
about work, supervisor, promotion but they are feeling differently about co-
workers and pay dimensions. Highly qualified group is more satisfied with pay 
and less satisfied with co-workers. About their work dimension, they believe that 
work is complex, satisfying, useful, pleasant and healthful. Regarding supervisor 
they believe that supervisor is competent, intelligent, around when needed, even 
tempered, tactful, flexible, good and leaves them on their own. Similarly they 
believe that promotion is regular, frequent and based on ability. 
Ho-7: There will be no significant difference in job satisfaction between teachers 
and non-teachers. 
According to the result, there is no significant difference in job 
satisfaction between the teachers and non-teachers therefore, Ho-7 is accepted, and 
Ho-7(l) and Ho-7(2) for AMU and PNU respectively are also accepted because 
they are feeling the same way about work, supervisor and promotion dimensions 
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though they are not feeling similarly about co-workers and pay dimensions. 
Teachers are more satisfied than non-teachers with pay and non-teachers are more 
satisfied than teachers with co-workers. 
Ho-8: There will be no significant difference in job satisfaction between 
administrators and teachers. 
On the basis of the result, there is no significant difference in job 
satisfaction between teachers and administrators; therefore, Ho-8 is accepted for 
both the universities combined. Similarly Ho-8(l) for AMU is also accepted, 
because both groups enjoy high pay and adequate facilities. They have same 
feeling about work, supervisor, co-workers and pay; however, they feel differently 
about promotion as teachers are less satisfied than administrators on this 
dimension. 
Israrul, Haq M. (2004) had reported that the teachers were highly 
satisfied on work, moderately satisfied on co-workers and salary dimensions, 
however, and they were dissatisfied on promotion and physical facilities in AMU. 
Faiz Md. Minhaj (2000) had reported that section officers have been satisfied with 
all dimensions of JS in AMU. 
However, Ho-8(2) regarding PNU is rejected because there is significant 
difference in job satisfaction between teachers and administrators in PNU. 
Administrators in PNU are more satisfied than teachers in PNU. They are feeling 
differently about work, supervisor and promotion. Administrative benefits are also 
very much and they are recognized in society and enjoy good social status. 
Hozoory, M.J. (2003) had reported that the teachers' JS was lower than average as 
far as work, physical facilities and promotion are concerned, however, they were 
satisfied with supervisor and salary in PNU. 
Ho-9: There will be no significant difference in job satisfaction between workers 
and administrators. 
As per the result, there is significant difference in job satisfaction 
between administrators and workers, therefore, Ho-9 is rejected. Similarly Ho-9(2) 
for PNU is also rejected because administrators are more satisfied than workers in 
PNU. The reasons are that the administrators are recognized in society and enjoy a 
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good social position, high benefits, autonomy, and good facilities such as 
comfortable work place, computer, and personal chamber and also they are feeling 
well about work, promotion and pay. 
But in AMU, there is no significant difference between workers and 
administrators; therefore, Ho-9(l) is accepted because both groups believe the 
same way about work, supervisor, co-workers, pay and promotion. 
Ho-10: There will be no significant difference in job satisfaction between 
permanent and temporary employees. 
Based on the result, there is no significant difference in job satisfaction 
between permanent and temporary employees; hence, Ho-10 is accepted. Similarly 
with regard to AMU and PNU, Ho-lO(l) and Ho-10(2) respectively are also 
accepted. The results are same for most dimensions of JS in both the universities. 
They are feeling the same way about work, supervisor and co-workers as they 
believe that work is complex, creative, fascinating, good, respectful, useful, 
pleasant, healthful, and gives a sense of accomplishment. They also believe that 
supervisor is competent, intelligent, tactful, good, even tempered, and flexible, 
praises good work, leaves them on their own and tells them where do they stand 
(feedback). They also consider that the co-workers are stimulating, fast, loyal, 
responsible, active, pleasant, friendly, have broad interests and respect their 
privacy. Though they feel similarly about promotion, however, they believe that 
promotion is not regular, is infrequent, not based on abilities, and no good 
opportunity for advancement is available. As far as pay is concerned their feelings 
are different, as permanent employees are more satisfied than temporary with pay 
because temporary employees receive lower salary than permanent. 
Ho-11: There will be no significant difference in job satisfaction between high and 
low income groups of employees. 
As per the result, there is no significant difference in job satisfaction 
between high and low income groups of employees, therefore, HQ-H is accepted. 
Similarly Ho-11(1) and Ho-11(2) for AMU and PNU separately are also accepted. 
Lack of relationship between job satisfaction and income level had been 
reported by Sinha & Sharma (1962), Sinha & Nair (1965), Natraj & Hafeez 
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(1965), Ghosh and Shukla (1967), Rao (1970), Sinha & Agrawal (1971), Bose 
(1984), Bhatt (1992), Zeeshan (1996). If we look at the causes they are feeling the 
same way about work, supervisor, promotion and co-workers but they are feeling 
differently about pay. The high income group of employees is more satisfied than 
low income group of employees with pay. However, both the groups are not 
satisfied with pay and promotion in AMU and they also believe differently about 
work. They feel the same way about supervisor, coworkers and promotion. The 
high income group of employees is more satisfied than low income groups on 
work dimension where as, low income group of employees are more dissatisfied 
with pay than high income group in AMU. But in PNU both the groups are feeling 
the same way about their supervisor, coworkers and promotion and they are 
feeling differently about work and pay, however, high income groups of 
employees are more satisfied with pay than low income group and less satisfied 
with work. 
Ho-12: There will be no significant difference in job satisfaction between more 
experienced and less experienced groups of employees. 
On the basis of the result, there is no significant difference in job 
satisfaction between more experienced and less experienced groups of employees, 
therefore, Ho-12 for AMU and PNU combined is accepted. Similarly Ho-12(l) and 
Ho-12(2) for both of them separately are also accepted. They feel the same way 
about work, supervisor, co-workers and promotion; however they feel differently 
regarding pay. The high experienced group is more satisfied than low experienced 
group of employees with pay. 
Lack of relationship between job satisfaction and work experience had 
been reported by Natraj & Hafeez (1965), Ghosh and Shukla (1967), Rao (1970), 
Sinha & Agrawal (1971), Narayan Raoi (1986), Pandey (1992), Kaur (1984), 
Abraham (1994), Okala and et al. (1994), Zeeshan (1996). Oshagbemi, Titus 
(2003). Woodward S. (1983) had also reported that there was no relationship 
between length of service and job satisfaction in U.K. universities. Hozoory Md. J. 
(2003) had reported that there was no difference in job satisfaction between more 
experienced and less experienced groups of teachers in PNU. Faiz. Md. Minhaj 
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(2000) had reported that there was no significant difference in the level of JS on 
pay dimension between high and low experienced groups in AMU. 
Ho-13: There will be no significant difference in job satisfaction between support 
staff of academic and non-academic departments/units. 
According to the result, there is no significant difference in job 
satisfaction between support staff of academic and non-academic 
departments/units; therefore, Ho-13 is accepted. They are feeling the same way 
about work and supervisor, and they believe differently with respect to co-
workers, promotion and pay. Support staffs in the academic departments are more 
satisfied than those of non-academic departments with pay and they are less 
satisfied than non-academic departments with co-workers and promotion. 
Similarly Ho-13(2) for PNU is also accepted, because the support staff are 
feeling the same way about work, supervisor, co-workers, promotion and pay. 
However, Ho-13(l) pertaining to AMU is rejected. Though they are feeling 
similarly about work, supervisor, and pay but they believe differently about co-
workers and promotion. However, support staffs of non-academic departments are 
more satisfied than those of academic departments with co-workers and 
promotion. 
Relationship between various JS Dimensions and Overall JS are explained as 
under: 
Since as per the requirements of this study we have to analyze 
dimensions of JS for all the categories of employees in AMU and PNU it is 
imperative to explain the dimensions of JS and then compare the results of the 
groups. The various dimensions of job satisfaction include: work, supervisor, 
coworkers, pay and promotion. These factors lead people to feel positively or 
negatively about their jobs and are also the causes for their job satisfaction/ 
dissatisfaction. 
Work: By and large workers want jobs that are challenging. They do not want to 
be doing mindless jobs day after day. The two most important aspects of the work 
that influence job satisfaction are variety and control over work methods and 
worker autonomy in work leads to high level of job satisfaction (Hughy, p. 88). 
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Supervisor: Supervision is a moderately important source of job satisfaction. Two 
dimensions of supervisory style, in particular, seem to have some impact on 
employee's job satisfaction. The first dimension that contributes to the employee's 
satisfaction is employee centeredness or consideration supervisor who establishes 
a supportive personal relationship with subordinates and takes a personal interest 
in them. The other dimension of supervisory style that seems to contribute to 
'employees' satisfaction is influence, or participation in decision making. 
Employees who participate in decisions that affect their jobs display a much 
higher level of satisfaction with their supervisors and with their overall work 
situation. 
Coworkers: Having friendly and cooperative coworkers is a modest source of job 
satisfaction to individual employees. People like the opportunity to have 
conversation with each other as they work and especially dislike jobs in which 
they are physically separated from each other. The work group also serves as a 
social support system for employees often use their coworkers as a sounding board 
for their problems or as a source of comfort (Hughy, p. 90). 
Promotion: Promotional opportunities have a moderate impact on job satisfaction. 
Promotion to a higher level in an organization typically involves positive changes 
in supervision, job content and pay. Jobs at high level provide workers with more 
freedom, more challenging work assignments, higher salary and rewards (Hughy, 
p. 89). 
Pay: Money facilitates for obtaining food, shelter and clothing and provides the 
means to enjoy valued leisure interests outside the work. Pay can also serve as a 
symbol of achievement and a source of recognition. Employees often see pay as a 
reflection of management's recognition for their contribution to the organization 
(Hughy, p. 86). 
Ho-14: There will be no significant difference in the contributions of different 
components of job satisfaction to total job satisfaction. 
Based on the result, there is significant difference in the contributions of 
different components of JS to total job satisfaction; hence, Ho-14 is rejected. 
Similarly Ho-14(1) and Ho-14(2) for AMU and PNU respectively are rejected. 
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Employees in both the universities are satisfied with work, supervisor and 
coworkers, but they are not satisfied with pay and promotion. 
Titus (2003) had reported that university teachers appear to be more 
satisfied mainly with their co-workers and job itself and they are dissatisfied with 
pay and promotion. Ward E. & Sloane J. Peter (2000) had reported that job 
satisfaction among academicians in Scottish universities was not high with pay 
and promotion and M.S. Graeken Carolyn C. (2001) had found that respondents of 
East Tennessee, State University indicated high satisfaction for work, supervision, 
people and job in general but showed dissatisfaction with pay and promotion. 
Manjamed, Z. and et al. (2005) had reported that the level of job satisfaction of 
Iranian nursing personnel was low on job security, salary and benefits and 
moderate on work place, relationship with colleagues and professional situation. 
Hozoory M.J. (2003) had reported that the PNU teachers were satisfied with 
supervisor and salary. They have not been satisfied with promotion, co-workers 
and facilities such as workplace, insurance, etc. 
Ho-15: There is no significant difference in job satisfaction between the AMU and 
the PNU employees on work dimension. 
According to the result, there is no significant difference in job 
satisfaction between the AMU and the PNU employees on work dimension, 
therefore, Ho-15 is accepted. Since the nature of work in both the universities is 
almost the same, that is why they are feeling the same way about work which is 
creative, fascinating, good, respectful, useful, pleasant and healthful. Both groups 
are satisfied with work because they prefer to be in a university environment. They 
valued the activity, they were in and the university work environment was very 
attractive to many people (Smith Barbara and Palco, H. 2003). 
Ho-16: There is no significant difference in job satisfaction between the AMU and 
the PNU employees on supervisor dimension. 
On the basis of the result, there is no significant difference in job 
satisfaction between the AMU and the PNU employees on supervisor dimension, 
therefore, Ho-16 is accepted. This is accepted because they are feeling the same 
way about supervisor and they believe that supervisor is competent, intelligent. 
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tactful, even tempered, flexible and good. He also praises good work is as around 
when needed, leaves them on their own and tells them where do they really stand. 
Ho-17: There is no significant difference in job satisfaction between the AMU and 
the PNU employees on coworkers dimension. 
As per the result, there is significant difference in job satisfaction 
between AMU and PNU employees on coworkers dimension, and hence, Ho-17 is 
rejected. The AMU employees are more satisfied their coworkers than their 
counterpart in PNU because AMU employees feel that co-workers are stimulating, 
loyal, responsible, friendly, and respect their privacy. Work group interaction 
especially social support received from them also significantly contributes to their 
job satisfaction. 
Ho-18: There is no significant difference in job satisfaction between the AMU and 
PNU employees on promotion dimension. 
On the basis of the result, there is no significant difference in job 
satisfaction between AMU and PNU employees on promotion dimension; hence, 
Ho-18 is accepted. This is so because both of them are dissatisfied with it. They 
have the same feeling about promotion. They say that promotion is neither fair, 
regular and frequent nor based on ability. 
Ho-19: There is no significant difference in job satisfaction between AMU and 
PNU employees on pay dimension. 
According to the result, there is significance difference in job satisfaction 
between AMU and PNU employees on pay dimension, so, Ho-19 is rejected. The 
AMU employees are more satisfied with pay than PNU employees. The PNU 
employees are not satisfied with pay because they believe that pay is neither 
secured and adequate for normal expenses nor they are paid highly. Virtually pay 
is not what they actually deserve and does not provide for luxuries. Also salary of 
the non-teacher in AMU is higher than that of PNU. Herman (1973) had found that 
higher pay is normally associated with higher satisfaction. 
Ho-20: There is no significant difference in the level of job satisfaction between 
AMU teachers and non teachers on work dimension. 
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On the basis of the result there is significant difference in job satisfaction 
between AMU teachers and non teachers on work dimension, therefore, Ho-20 is 
rejected. AMU teachers are more satisfied than AMU non-teachers with work 
because academic work has more autonomy in comparison to non- academic work 
and also teachers are feeling good about their work, because work is fascinating, 
good, satisfying, respectful, useful, pleasant and gives a sense of accomplishment. 
Israrul, Haq. M. (2004) had reported that teachers are highly satisfied with work in 
AMU. 
Ho-21: There is no significant difference in the level of job satisfaction between 
AMU teachers and non teachers on supervisor dimension. 
According to the result, there is no significance difference in job 
satisfaction between AMU teachers and non teachers on supervisor dimension, 
therefore, Ho-21 is accepted. They believe that supervisor is competent, flexible, 
and intelligent, around when needed, and praises good work. 
Ho-22: There is no significant difference in the level of job satisfaction between 
AMU teachers and non teachers on co-workers dimension. 
On the basis of the result, it has been found that there is significant 
difference in the level of job satisfaction between AMU teachers and non teachers 
on co-workers dimension, therefore, Ho-22 is rejected. 
The AMU non teachers are more satisfied with their co-workers than the 
AMU teachers because they work with a feeling of togetherness. They feel that 
coworkers are stimulating, loyal, responsible, and fast and respect their privacy, 
whereas the teachers are working in a relatively competitive situation among the 
students and they are not working with so much of a sense of togetherness as in 
the case of non-teachers. Israrul Haq M. (2004) reported that AMU teachers are 
moderately satisfied on coworkers' dimension. 
Ho-23: There is no significant difference in the level of job satisfaction between 
AMU teachers and non teachers on promotion dimension. 
As per the result there is no significant difference in the level of job 
satisfaction between AMU teachers and non teachers on promotion dimension, 
hence, Ho-23 is accepted. They feel in the same way about promotion. They say 
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that promotions are neither regular and frequent nor based on ability and also good 
opportunity for advancement is not available. Israrul Haq M. (2004) had reported 
that AMU teachers are not satisfied with promotion. 
Ho-24: There is no significant difference in the level of job satisfaction between 
AMU teachers and non teachers on pay dimension. 
On the basis of the result, there is significant difference in the level of job 
satisfaction between AMU teachers and non-teachers on pay dimension, therefore, 
Ho-24 is rejected. AMU non-teachers are less satisfied than teachers with pay 
because they receive less salary. They feel that they are not paid highly and the 
pay does not provide for luxuries. Israrul Haq M. (2004) had reported that AMU 
teachers are moderately satisfied on pay. 
Ho-25: There is no significant difference in the level of job satisfaction between 
PNU teachers and non teachers on work dimension. 
According to the result, Ho-25 that there is no significant difference in the 
level of job satisfaction between PNU teachers and non teachers on work 
dimension is accepted. Both the groups believe that their work is creative, 
fascinating, satisfying, respectful, useful and healthful. 
Ho-26: There is no significant difference in the level of job satisfaction between 
the PNU teachers and non teachers on supervisor dimension. 
On the basis of the result, there is no significant difference in the level of 
job satisfaction between PNU teachers and non teachers on supervisor dimension, 
therefore, Ho-26 is accepted. They believe that their supervisors are competent, 
flexible and good. 
HQ-27: There is no significant difference in the level of job satisfaction between 
the PNU teachers and non teachers on co-workers dimension. 
According to the result, there is no significant difference in the level of 
job satisfaction between PNU teachers and non teachers on co-workers dimension; 
hence, Ho-27 is accepted. This is accepted because they are feeling the same way 
about their co-workers. They believe that their co-workers are loyal, responsible, 
active, pleasant, and friendly and respect their privacy. 
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Ho-28: There is no significant difference in the level of job satisfaction between 
PNU teachers and non teachers on promotion dimension. 
On the basis of the result there is no significant difference in the level of 
job satisfaction between PNU teachers and non-teachers on promotion dimension, 
hence, Ho-28 is accepted. Because they believe similarly and say that promotion is 
neither fair nor frequent, nor based on ability and opportunity for advancement 
also is not available, therefore, they believe that promotion policy is not good. 
Ho-29: There is no significant difference in the level of job satisfaction between 
the PNU teachers and non teachers on pay dimension. 
Based on the result, there is significant difference in the level of job 
satisfaction between PNU teachers and non-teachers on pay dimension, therefore, 
Ho-29 is rejected. PNU teachers are more satisfied than non teachers with respect 
to their pay because PNU non-teachers feel that pay for them is neither high nor 
adequate for normal expenses and is not what they really deserve. It is neither 
adequate for their normal expenses nor enough to provide for their luxuries. 
Resultantly, non-teachers are dissatisfied with their pay package. 
Ho-30: There is no significant difference in the level of job satisfaction between 
AMU and PNU teachers on work dimension. 
As per the result, there is no significant difference in the level of job 
satisfaction between the AMU and the PNU teachers on work dimension, hence, 
Ho-30 is accepted. Both the groups are feeling similarly about their work. 
According to them the work is creative, pleasant, fascinating, useful, healthful and 
gives a sense of accomplishment. 
Ho-31: There is no significant difference in the level of job satisfaction between 
the AMU and the PNU teachers on supervisor dimension. 
According to the result there is no significant difference in the level of 
job satisfaction between the AMU and the PNU teachers on supervisor dimension, 
so, Ho-31 is accepted. This is accepted because both the groups feel the same way 
about supervisor. They believe that supervisor is competent, intelligent, tactful, 
even tempered, and flexible, good, is around when needed and gives them 
continuous feedback. 
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Ho-32: There is no significant difference in the level of job satisfaction between 
the AMU and the PNU teachers on co-workers dimension. 
On the basis of the result, there is no significant difference in the level of 
job satisfaction between the AMU and the PNU teachers on co-workers 
dimension; therefore, Ho-32 is accepted. It is accepted because they are feeling the 
same way about their co-workers' characteristics, such as co-workers are 
stimulating, loyal, fast, responsible, smart, active, pleasant, friendly and respect 
their privacy. 
Ho-33: There is no significant difference in the level of job satisfaction between 
the AMU and the PNU teachers on promotion dimension. 
As per the result there is no significant difference in level of job 
satisfaction between AMU and PNU teachers on promotion dimension, so, Ho-33 
is accepted. Both the groups feel similarly about promotion. They neither believe 
that promotion is fair, regular, and frequent, nor based on ability and good 
opportunity for advancement is also not available. 
Ho-34: There is no difference in the level of job satisfaction between the AMU 
and the PNU teachers on pay dimension. 
Based on the result, there is significant difference in the level of job 
satisfaction between AMU and PNU teachers on pay dimension; hence, Ho-34 is 
rejected. The AMU teachers are more satisfied with pay than the PNU teachers, 
because cost of living and expectations are higher in Iran where as the PNU 
teachers feel that pay package is neither good, secure, high, nor sufficient for 
normal expenses and they not get what they actually deserve. It does not provide 
anything for their luxuries. As far as the AMU teachers are concerned they are 
satisfied with all aspects of the package except that they believe that the pay does 
not provide anything for their luxuries, so they are moderately satisfied (just 
average). 
Ho-35: There is no significant difference in the level of job satisfaction between 
the AMU and the PNU non teachers on work dimension. 
According to the result, there is no significant difference in the level of 
job satisfaction between AMU and PNU non-teachers on work dimension, so 
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Ho-35 is accepted, because both the groups are working in the university 
environment and doing same type of job. They have good feeling about their worlc. 
They believe that work is complex, fascinating, good, satisfying, respectful, useful 
pleasant and healthful and gives a sense of accomplishment. 
Ho-36: There is no significant difference in the level of job satisfaction between 
the AMU and the PNU non-teachers on supervisor dimension. 
On the basis of the result, there is no significant difference in the level of 
job satisfaction between AMU and PNU non-teachers on supervisor dimension; 
hence, Ho-36 is accepted. They are feeling in the same way about the 
characteristics of their supervisors, who are competent, intelligent, tactful, even 
tempered, flexible, good and praise good work. 
Ho-37: There is no significant difference in the level of job satisfaction between 
the AMU and PNU non-teachers on co-workers dimension. 
As per the result, there is significant difference in the level of job 
satisfaction between AMU and PNU non teachers on coworkers dimension; 
therefore, Ho-37 is rejected. The basic reason for the difference may be attributed 
to the variation in the organizational culture and atmosphere in both the 
universities as well as the countries. Because some of the characteristics of the co-
workers in the AMU are better than those of the PNU co-workers, AMU non-
teachers believe that co-workers are fast, responsible, active, pleasant and friendly 
and they respect their privacy in AMU. 
Ho-38: There is no significant difference in the level of job satisfaction between 
AMU and PNU non teachers on promotion dimension. 
On the basis of the result, there is no significant difference in the level of 
job satisfaction between AMU and PNU non-teachers on promotion dimension, 
therefore, Ho-38 is accepted. Both of them believe that promotion policy is not 
good in both the universities; as a result of that job satisfaction for non-teachers on 
promotion dimension is low in both the universities. They feel similarly about 
promotion. They neither believe that promotion is fair, regular, and frequent nor 
based on ability and also good opportunity for advancement is not available. 
25] 
Ho-39: There is no significant difference in the level of job satisfaction between 
AMU and PNU non teachers on pay dimension. 
Based on the result, there is significant difference in the level of job 
satisfaction between AMU and PNU non teachers on pay dimension, hence, Ho-39 
is rejected. The PNU non-teachers are more dissatisfied with pay than the AMU 
non teachers; because salary for the PNU non-teachers is lower than that of AMU 
non-teachers. The PNU non-teachers believe that pay is not sufficient for meeting 
out the cost of living and feel that pay is neither good, secure nor adequate for 
normal expenses and it does not commeasure with what they actually deserve and 
does not provide for their luxuries. 
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Chapter- 7 
MANAERIAL IMPLICATIONS OF THE STUDY 
The study does imply relationship between various dimensions of job 
satisfaction and certain demographic variables. The questionnaire on job 
satisfaction used in this study, measured the degree of satisfaction with respect to 
its different dimensions in relation to various categories of university employees in 
AMU and PNU namely teachers, administrators and non-teachers engaged in their 
jobs. The various dimensions of JS which have been considered are present work, 
supervisor, coworkers, promotion and pay. 
The results of this investigation have shown that job satisfaction among 
the employees of both the universities has been found to be related to factors such 
as designation (like administrators and workers), age and different dimensions of 
job satisfaction. 
• The findings have shown that the job satisfaction is moderate among the 
employees of both the universities. 
• The average job satisfaction in AMU is higher than PNU; however, it is not 
so high in PNU especially with regard to pay and coworkers. 
• There is no significant difference in overall job satisfaction among the 
employees based on gender, marital status, qualification, designation 
(except as mentioned above), job status, income level, length of service, 
and type of unit/ department. 
• There is significant difference in job satisfaction of employees on various 
dimensions of JS. The result has shown that the employees in both the 
universities are satisfied with their work, supervisor and co-workers but 
they are dissatisfied with pay and promotion. 
• Younger people are less satisfied than the older ones in both the 
Universities combined and also in PNU but not in AMU. 
• There is no difference in the level of job satisfaction between AMU and 
PNU teachers on work, supervisor, coworkers, and promotion dimension 
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but there is difference on pay dimension as PNU teachers are more 
dissatisfied on pay than AMU teachers. 
• There is no difference in the level of job satisfaction of AMU and PNU 
non-teachers on wori<, supervisor and promotion dimensions but they differ 
on coworkers and pay dimensions as AMU non teachers are more satisfied 
with coworkers than PNU non-teachers. 
• There is no difference in the level of job satisfaction between AMU 
teachers and non-teachers with regard to supervisor and promotion, but 
there is difference on work, coworkers and pay dimensions. The result 
shows that teachers in AMU are more satisfied with work and pay 
dimensions than non-teachers and they are less satisfied than non-teachers 
on co-workers dimensions. However, both teachers and non-teachers are 
dissatisfied with promotion. 
• There is no difference in the level of job satisfaction between PNU teachers 
and non-teachers on work, supervisor, co-workers and promotion 
dimensions but they differ on pay dimension. Both teachers and non-
teachers are not satisfied with their pay and promotion. 
• There is no difference in job satisfaction between AMU and PNU 
employees on work, supervisor, promotion but they differ with regard to 
co-workers and pay because AMU employees are more satisfied with 
coworkers and pay than those of PNU. 
Suggestions: 
Keeping the findings in mind we can suggest to both universities thai: 
(I) since the level of JS for the employees of both the universities is only average 
and not very high on three dimensions such as (a) work, (b) supervisor and (c) co-
workers, so in order to improve employees satisfaction, the researcher suggests 
that: 
Job satisfaction emerges as employees gains more and more information 
about the work place. Nevertheless, job satisfaction is dynamic, for it can decline 
more quickly than it develops. Therefore, managers need to pay attention to 
employees' attitudes week after week, month after month, year after year. Job 
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satisfaction is one part of life satisfaction. Managers need to monitor not only the 
job and immediate work environment but also the employees' attitude towards 
other parts of life. 
Employees are more satisfied when they have challenging opportunities at 
work. This includes chance to participate in interesting projects, jobs with a 
satisfying degree of challenge and opportunities for increased responsibility. 
Management must give opportunities to the employees to use their skills and 
abilities and offer a variety of tasks and freedom. 
Employees in general are more satisfied when they have adequate freedom 
and authority to do their jobs with dignity and autonomy. The managers should let 
the employees establish their work goals and determine how well they will be able 
to achieve those goals. The difference between actual achievements versus set 
goals could be later identified by reviews. Eventually managers should allow the 
employees to collect inputs (information) on decisions that will affect them either 
directly or indirectly and take decisions on them. 
Set challenging goals with employees to that those with achievement drives 
can develop the feeling to experience the opportunity for satisfaction through their 
accomplishments. 
Supervision is a moderately important source of job satisfaction. 
Supervisors must establish a supportive personal relationship with subordinates 
and take on personal interest in them. Supervisors should have good 
understanding, be friendly and praise for good performance. They should listen to 
the employees, show personal interest in them and give them feedback. They may 
also be allowed to participate in decisions making that affect their jobs either 
directly or indirectly. 
Employees are more satisfied when their managers are good leaders. A 
good manager motivates the employees to do a good job. People respond to 
managers' admiration which inspires them to achieve meaningful objectives and 
they follow them as role models. Managers influence the attitude and behaviors of 
the employees to a considerable extent. 
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Managers should clearly define role expectations so that employees 
struggling with ambiguity can overcome that concern. They should refrain from 
attacking the employees' attitude, use active listening skills, because an undefined 
attitude is more receptive to change. Provide frequent feedback to satisfy the need 
for information about performance levels. Exhibit a caring and considerate 
orientation by showing concern for employees' feeling. Provide opportunities for 
employees to participate in decision making. Show appreciation for appropriate 
effort and organizational citizenship behavior. 
Supportive colleagues and friendly coworkers lead to increased job 
satisfaction. Cooperative coworkers provide a modest source of job satisfaction to 
individual employees and them as social being need to live and work with their 
fellow colleagues; therefore, in turn they cooperate with them. Organizations also 
have to ensure that the work groups serve as a social support system for 
employees. 
(II) Since the level of job satisfaction is low among the employees of both the 
universities combine and regarding to AMU and PNU university separately on (d) 
pay and (e) promotion. So researcher suggests that: 
A promotion is a much greater source of job satisfaction. Managers must 
develop confidence of the employees about the fairness of promotion policies and 
practices, provide opportunities for personal growth and development give the 
more responsibilities and increased social status. Individuals who perceive that 
decisions regarding promotions are made in a fair and just manner are likely to 
experience satisfaction from their jobs. Organizations should promote employees 
from within as far as possible and assign promising employees with important 
roles and inlcrcsling tasks on the job. 
Management should divide jobs into tasks and tasks into sub-task in such a 
fashion that they are assigned to the employees of different levels as per their 
increasing leadership quality and acceptance of higher responsibility. 
Organization further has to make use of business process reengineering 
(BPR) in promotions and any other processes. 
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Pay and promotion policies of the organization must be developed based on 
employees' performance productivity and nature of work. Criteria and standards 
should be well defined and clearly explained. 
Management should ensure that rewards are given for genuine 
contributions made to the organization and be consistent in their reward policies. 
Rewards can include a variety of benefits and perks other than money. If the 
wages are competitive, make sure that the employees know about it. 
Make the reward system closely tied up with individual or team 
performance. Employees want pay systems that they perceive as being just, 
unambiguous and inline with their expectations, when pay is seen as fair based on 
job demands, individual skill level, community pay standards; satisfaction is likely 
to result. 
Management must arrange training for employees in the field of OB area 
such as motivation, expectation, goal setting, culture and job satisfaction at all 
level and categories of employees. 
Briefly management has to develop human resource management system 
for performance management and establish information system in HRM especially 
Human Resource Development (HRD). 
Limitation: 
The major limitation of the present study is that has been conducted only in 
the setting of one type of organizations and though the questionnaire for job 
satisfaction has not been originally designed, however, it has been adequated 
modified to suit to the recruitments of the present study. Only questionnaire was 
used by the researcher as instrument and no other instruments were use for the 
collection of informations. In this research we have measured job satisfaction 
based on some of the (nine) variables and so many other variables have been left 
out from the preview of the study. 
Scope for Future Study: 
For future study we need to design questionnaires for teachers, non-
teachers and administrators separately and also make use other techniques such as 
interview and observation method to achieve more fruitful results. 
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The results of the present study, however, can be used for future cross unit 
and cross-institutional studies. There is need to undertake more sophisticated 
analysis of the relationships between job satisfaction and a variety of factors in 
cross-organizational, cross-national and cross cultural settings. 
More work is required to identify and assess the relative impact of 
demographic traits on job satisfaction. There is also a need to examine 
longitudinal changes in job satisfaction. The areas of future work are to investigate 
how job satisfaction affects performance. It will be interesting to investigate how 
and why some factors such as age, designation, and different dimensions, 
influence job satisfaction. It will be useful if these factors can be quantified as this 
will add to the current literature on job satisfaction. 
Also future studies between two groups must continue to explore the 
differences in levels of job satisfaction on the basis of variables such as, 
department, faculty, category of employees, nature of job, type of employment 
(whether part time and full time) separately. 
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Annexure No. 1 
Means of JS for all employees of both the universities 
Category 
All employees 
AMU Employees : 
Teachers 
No Teachers 
PNU Employees : 
Teachers 
No teachers 
N 
782 
514 
160 
354 
267 
51 
217 
Mean 
139.47 
141.64 
143.25 
140.91 
135.30 
134.60 
135.47 
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Annexure No. 2 
The Mean scores of JS for all the categories of AMU and PNU 
employees 
Designation 
Professor 
Reader 
Lecturer 
School teacher 
Grade A 
Grade B 
Grade C 
Grade D 
Administrator 
teacher 
Administrator 
no teacher 
Total 
All employees 
N 
24 
47 
62 
25 
22 
41 
124 
152 
2 
15 
782 
Mean 
143.28 
138.75 
141.62 
139.16 
136.16 
136.80 
131.99 
140.64 
151.70 
144.97 
139.47 
AMU employees 
N 
24 
47 
62 
25 
22 
41 
124 
152 
2 
15 
514 
Mean 
142.75 
141,95 
145.87 
139.16 
140.63 
138.78 
139.32 
142.00 
150.00 
149.26 
141.64 
PNU employees 
N 
1 
15 
27 
-
104 
26 
32 
36 
8 
19 
268 
Mean 
156.00 
128.73 
131.88 
-
135.99 
133.89 
132,84 
134.91 
152,12 
141.57 
135.30 
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Annexure No. 3 
The mean scores for all categories of employees of AMU and PNU on 
different JS dimensions 
Dimension 
Worl< 
Supervision 
Coworkers 
Promotion 
Pay 
TJS 
Total 
IVIax,, IVIin, 
Mean 
score 
l\/lax.=50 
Mean=30 
Min=10 
Max.=50 
Mean=30 
Min=10 
Max.=50 
Mean=30 
Min=10 
Max.=25 
Mean=15 
Min=5 
Max.=30 
Mean=18 
Min=6 
Max.=205 
Mean=123 
Min=41 
All 
employees 
35.81 
36.00 
35.14 
14.59 
17.90 
139.47 
N=782 
AMU employees 
Employees 
35.71 
36.30 
35.91 
14.78 
18.92 
141.64 
N=514 
Teacher 
37.25 
34.41 
34.28 
14.60 
20.70 
143.25 
N=160 
No 
Teacher 
35.01 
36.25 
36.65 
14.86 
18.11 
140.91 
N=354 
PNU employees 
Employees 
35,99 
35.43 
33.57 
14.23 
15.96 
135.30 
N=268 
Teacher 
34.54 
34.88 
32.64 
14.66 
17.86 
134.60 
N=51 
No 
Teacher 
36.30 
35.48 
33.86 
14.11 
15.53 
135.47 
N=217 
Annexure No. 4 
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The mean scores of JS dimensions for all the categories of both the 
Universities employees combined 
DESIG 
Professor 
Reader 
Lecturer 
School 
teacher 
Grade A 
Grade B 
Grade C 
Grade D 
Administrator 
teacher 
Administrator 
non-teacher 
Total 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Work 
37.84 
25 
5.81 
35.50 
62 
8.28 
36.94 
89 
8.71 
35.64 
25 
7.18 
36.13 
126 
8.15 
34.86 
67 
8.32 
34.84 
156 
8.29 
35.61 
188 
7.55 
39.70 
10 
7.11 
37.11 
34 
. 7.05 
35.81 
782 
7.99 
Supervisor 
36.60 
25 
9.45 
36.35 
62 
8.15 
35.77 
89 
8.47 
34.44 
25 
11.22 
35.42 
126 
7.98 
34.55 
67 
8.78 
36.09 
156 
7.98 
36.57 
188 
7.72 
39.20 
10 
7.22 
37.23 
34 
7.51 
36.00 
782 
8.19 
Co-
worker 
32.04 
25 
8.49 
33.66 
62 
9.10 
33.98 
89 
9.10 
35.40 
25 
9.64 
35.03 
126 
8,35 
35.08 
67 
9.66 
35.26 
156 
8.63 
36.45 
188 
8.31 
35.20 
10 
8.63 
35.76 
34 
8.68 
35.14 
782 
8.74 
Promo-
tion 
14.92 
25 
5.27 
14.14 
62 
5.74 
14.56 
89 
5.29 
14.68 
25 
6.19 
14.02 
126 
5.01 
13.80 
67 
6.38 
14.79 
156 
5.85 
14.75 
188 
6.09 
17.10 
10 
3.81 
16.32 
34 
5.01 
14.59 
782 
5.70 
Pay 
21.88 
25 
6.06 
19.09 
62 
5.37 
20.35 
89 
5.69 
19.00 
25 
6.72 
16.01 
126 
5.52 
18.49 
67 
5.98 
16.99 
156 
5.77 
17.24 
188 
5.52 
20.50 
10 
3.77 
18,52 
34 
6.26 
17.90 
782 
5.86 
TJS 
143.28 
25 
26.96 
138.75 
62 
25.72 
141.62 
89 
27.26 
139.16 
25 
25,94 
136.64 
126 
19.75 
136.80 
67 
25.12 
137.99 
156 
24.34 
140.64 
188 
23.51 
151.70 
10 
18.26 
144.97 
34 
21.65 
139.47 
782 
23.97 
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Annexure No. 5 
The mean scores of JS dimensions for all the categories of AMU employees 
DESIG 
Professor 
Reader 
Lecturer 
School 
teacher 
Grade A 
Grade B 
Grade C 
Grade D 
Administrator 
teacher 
Administrator 
non-teacher 
Total 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std, Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Work 
37.95 
24 
5.90 
36.30 
47 
6.86 
38.27 
62 
7.65 
35.64 
25 
7.18 
35.81 
22 
6.11 
33.97 
41 
8.39 
34.36 
124 
8.11 
35.62 
152 
7.72 
39.00 
2 
11.31 
36.00 
15 
7.99 
35.71 
514 
7.70 
Supervisor 
36.12 
24 
9.34 
36.85 
47 
7.63 
36.61 
62 
7.64 
34.44 
25 
11.22 
34.81 
22 
9.34 
34.31 
41 
9.72 
36.78 
124 
7.58 
36.58 
152 
7.28 
48.50 
2 
0.70 
36.06 
15 
8.03 
36.30 
514 
8,08 
Co-
worker 
31.91 
24 
8.65 
34.23 
47 
8.54 
34.88 
62 
8.99 
35.40 
25 
9.64 
38.54 
22 
8.75 
35.92 
41 
9.15 
35.63 
124 
8.66 
37.10 
152 
7.96 
31.00 
2 
11.3! 
39.73 
15 
8.03 
35.91 
514 
8.64 
Promo-
tion 
14.58 
24 
5.10 
14.31 
47 
5.97 
14.83 
62 
5.22 
14.68 
25 
6.19 
13.77 
22 
5.62 
13.82 
41 
7.05 
14.98 
124 
5.95 
14.92 
152 
6.38 
13.00 
2 
2.82 
17.73 
15 
5.50 
14.78 
514 
6,02 
Pay 
22.16 
24 
6.01 
20.21 
47 
4.52 
21.25 
62 
5.51 
19.00 
25 
6.72 
17.68 
22 
6.47 
20.73 
41 
5.36 
17.55 
124 
5.58 
17.76 
152 
5.56 
18.50 
2 
0.70 
19.73 
155.4 
8 
18.92 
514 
5,75 
TJS 
142.75 
24 
27.4! 
141.95 
47 
24.24 
145.87 
62 
25.18 
139,16 
25 
25.94 
140.63 
22 
21.53 
138.78 
41 
26,46 
139.32 
124 
23,61 
142.00 
152 
23,29 
150,00 
2 
26,87 
149.26 
15 
21,43 
141,64 
514 
24.09 
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Annexure No. 6 
The mean scores of JS dimensions for all the categories of PNU employees 
DESIG 
Professor 
Reader 
Lecturer 
Grade A 
Grade B 
Grade C 
Grade D 
Administrator 
teacher 
Administrator 
non-teacher 
Total 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Mean 
N 
Std. Deviation 
Work 
35.00 
1 
32.86 
15 
11.61 
33.88 
27 
10.29 
36.20 
104 
8.54 
36.26 
26 
8.18 
36.71 
32 
8.83 
35.55 
36 
6.86 
39.87 
9 
6.83 
38.00 
19 
6.30 
35.99 
268 
8.53 
Supervisor 
48.00 
1 
34.80 
15 
9.71 
33.85 
27 
10.02 
35.55 
104 
7.71 
34.92 
26 
7.19 
33.43 
32 
9.03 
36.55 
36 
9.50 
36.87 
8 
6.01 
38.15 
19 
7,16 
35.43 
268 
8.39 
Co-
worker 
35.00 
1 
31.86 
15 
10.79 
31.92 
27 
9.19 
34.29 
104 
8.12 
33.76 
26 
10.45 
33.81 
32 
8.49 
33.72 
36 
9.27 
36.25 
8 
8.44 
32.63 
19 
8.04 
33.67 
268 
8.76 
Promo-
tion 
23.00 
1 
13.60 
15 
5.09 
13.92 
27 
5.50 
14.07 
104 
4.90 
13.76 
26 
5.29 
14.06 
32 
5.47 
14.05 
36 
4.73 
18.12 
8 
3.39 
15.21 
19 
4.42 
14.23 
268 
5.01 
Pay 
15.00 
1 
15.60 
15 
6.42 
18.29 
27 
5.64 
15.66 
104 
5.26 
14.96 
26 
5.23 
14.81 
32 
6.05 
15.02 
36 
4.81 
21.00 
8 
4.10 
17.57 
19 
6 80 
15.96 
268 
5.59 
TJS 
156.00 
1 
128.73 
15 
28.48 
131.88 
27 
29.79 
135.79 
104 
19.35 
133.69 
26 
22.99 
132.84 
32 
26.74 
134.91 
36 
23.87 
152.12 
8 
18.01 
141.57 
19 
21.79 
135.30 
268 
23.21 
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Annexure No. 7 
Comparison of means of JS items for all samples (teachers and non-teachers) 
s. 
No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
II. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 
19. 
20. 
21. 
22. 
23. 
JS 
questionnaire-
items 
Work complex 
Work creative 
Work 
iascinating 
Work good 
Work satisfying 
Work respected 
Work useful 
Work pleasant 
Work healthful 
Sense of 
accomplishment 
Supervisor or 
competent 
Intelligent 
Around when 
needed 
Tactful 
Praises good 
Even tempered 
Flexible 
Good 
Leaves me on 
my own 
Tell me where I 
stand 
Coworkers 
stimulating 
Coworkers 
loyal 
Coworkers fast 
AMU 
Teachers 
(N=160) 
2.66 
3.75 
3.51 
4.06 
4.03 
4.35 
4.18 
3.76 
3.18 
3.75 
3.83 
3.86 
3.77 
3.57 
3.76 
3.20 
3.53 
3.85 
3,46 
3.40 
3.21 
3.17 
3.15 
Non-
teachers 
(N=354) 
3.05 
3.24 
3.13 
4.03 
3.91 
3.83 
3.85 
3.45 
3.22 
3.26 
3.99 
3.91 
3.74 
3.76 
3.59 
3.11 
3.41 
3.98 
3.44 
2.29 
3.47 
3.84 
3.58 
PNU 
Teachers 
(N=51) 
3.47 
3.56 
3.33 
3.43 
3.29 
3.70 
3.54 
3.45 
3.62 
3.37 
3.37 
3.50 
3.41 
3.49 
3.43 
3.39 
3.43 
3.66 
3.39 
3.23 
3.15 
3.27 
3.09 
Non-
teachers 
(N=217) 
3.63 
3.74 
3.41 
3.61 
3.41 
4.17 
3.65 
3.44 
3.65 
3.53 
3.63 
3.74 
3.51 
3.70 
3.55 
3.47 
3.49 
3.75 
3.58 
3.43 
3.17 
3.35 
3.35 
Combined 
Teachers 
N=211 
2.85 
3.70 
3.47 
3.91 
3,85 
4.19 
4.02 
3.69 
3.29 
3.65 
3.72 
3.78 
3.68 
3.55 
3.68 
3.24 
3.51 
3.80 
3.45 
3.36 
3.19 
3.19 
3.14 
Non-
teachers 
(N=571) 
3.27 
3.43 
3.24 
3.87 
3.72 
3.96 
3.78 
3.45 
3,38 
3,36 
3,85 
3.84 
3.65 
3.74 
3,57 
3.25 
3.44 
3.89 
3.50 
3.34 
3.36 
3.65 
3,49 
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24. 
25. 
26. 
27. 
28. 
29. 
30. 
31. 
32. 
33. 
34. 
35. 
36. 
37. 
38. 
39. 
40. 
41. 
Coworkers 
responsible 
Coworkers 
smart 
Active 
Respect my 
privacy 
Pleasant 
Friendly 
Broad interests 
promotion Fair 
Promotion 
Regular 
Promotion 
Frequent 
Promotion on 
ability 
Promotion 
Good 
opportunity for 
advancement 
Pay good 
Pay secure 
Pay highly paid 
Adequate for 
normal 
expenses 
What 1 deserve 
Income 
provides 
luxuries 
3.46 
3.36 
3.46 
3.62 
3.54 
3.80 
3.37 
3.17 
2.94 
2.51 
2.91 
3.10 
3.71 
3.93 
3.28 
3.54 
3.53 
2.72 
3.85 
3.53 
3.68 
3.80 
3.61 
3.88 
3.40 
3.31 
2.96 
2.85 
2.91 
2.80 
3.40 
3.40 
2.67 
3.05 
3.22 
2.36 
3.33 
3.23 
3.25 
3.41 
3.39 
3.64 
3.13 
3.03 
3.05 
2.98 
2.80 
2.88 
3.17 
3.15 
2.92 
3.03 
2.92 
2.45 
3.35 
3.34 
3.53 
3.40 
3.52 
3.64 
3.20 
2.80 
2.92 
2.80 
2.74 
2.85 
3.08 
2.91 
2.68 
2.42 
2.49 
1.94 
3.43 
3.33 
3.41 
3.57 
3.50 
3.76 
3.31 
3.14 
2.97 
2.63 
2.89 
3.04 
3.58 
7.74 
3.19 
3.42 
3.38 
2.65 
3.66 
3.46 
3.62 
3.65 
3.58 
3.79 
3.32 
3.12 
2.95 
2.83 
2.84 
2.82 
3.28 
3.21 
2.68 
2.81 
2.95 
2.20 
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Job satisfaction scale 
Here some of the situations have been given below and you have to evaluate each aspect on 5 - point 
scale. You are requested to indicate the extent to which each aspect is present in your job. Assign (5) to the 
job aspect which is present in the maximum degree and (1) to the aspect which is present in minimum 
degree in your job. So please rate each item on 5 - point scale from maximum (5) to minimum (1): 
A) Work 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
Complex 
Creative 
Fascinating 
Good 
Satisfying 
Respected 
Useful 
Pleasant 
Healthful 
O 
5 
0 
5 
0 
5 
0 
5 
0 
5 
O 
5 
O 
5 
0 
5 
0 
5 
Gives sense of 0 
accomplishments 
B) Supervisor 
11. 
12. 
13. 
Competent 
Intelligent 
Around when 
needed 
14. 
15. 
16. 
17. 
Tactful 
Praises good 
0 
5 
O 
5 
O 
5 
0 
5 
0 
5 
Even tempered 0 
Flexible 
5 
O 
5 
O 
4 
0 
4 
O 
4 
0 
4 
0 
4 
0 
4 
0 
4 
0 
4 
0 
4 
O 
4 
0 
4 
0 
4 
0 
4 
0 
4 
0 
4 
0 
4 
0 
4 
0 
3 
0 
3 
0 
3 
0 
3 
0 
3 
0 
3 
0 
3 
O 
3 
0 
3 
0 
3 
0 
3 
0 
3 
O 
3 
0 
3 
0 
3 
0 
3 
0 
3 
O 
2 
0 
2 
O 
2 
O 
2 
0 
2 
O 
2 
0 
2 
0 
2 
0 
2 
0 
2 
0 
2 
0 
2 
O 
2 
0 
2 
0 
2 
0 
2 
0 
2 
0 
1 
0 
1 
0 
1 
0 
1 
0 
1 
0 
1 
0 
1 
0 
1 
0 
1 
0 
1 
0 
1 
0 
1 
o 
1 
0 
1 
0 
1 
0 
1 
0 
1 
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18. 
19. 
20. 
Good 
Leaves me on 
my own 
0 
5 
0 
5 
Tells me where Q 
I stand 5 
C) Co-workers 
21. Stimulating 
22. 
23. 
24. 
25. 
26. 
27. 
28. 
29. 
30. 
Loyal 
Fast 
Responsible 
Smart 
Active 
Respect my 
privacy 
Pleasant 
Friendly 
O 
5 
O 
5 
O 
5 
O 
5 
O 
5 
O 
5 
O 
5 
0 
5 
0 
5 
Broad interests 0 
5 
D) Promotions 
31. Fair 
32. 
33. 
34. 
35. 
E)Pay 
36. 
37. 
38. 
39. 
Regular 
Frequent 
Promotion on 
ability 
Good 
0 
5 
0 
5 
O 
5 
0 
5 
opportunity for Q 
advancement 5 
Good 
Secure 
Highly paid 
Adequate for 
normal 
expenses 
O 
5 
0 
5 
O 
5 
O 
5 
0 
4 
0 
4 
0 
4 
O 
4 
0 
4 
0 
4 
O 
4 
0 
4 
0 
4 
0 
4 
0 
4 
0 
4 
0 
4 
0 
4 
0 
4 
0 
4 
0 
4 
0 
4 
0 
4 
O 
4 
0 
4 
0 
4 
0 
3 
0 
3 
O 
3 
0 
3 
0 
3 
0 
3 
0 
3 
0 
3 
O 
3 
0 
3 
O 
3 
0 
3 
O 
3 
0 
3 
0 
3 
0 
3 
0 
3 
0 
3 
0 
3 
0 
3 
0 
3 
0 
3 
0 
2 
0 
2 
0 
2 
O 
2 
O 
2 
0 
2 
O 
2 
0 
2 
0 
2 
0 
2 
O 
2 
0 
2 
O 
2 
O 
2 
0 
2 
0 
2 
0 
2 
0 
2 
O 
2 
O 
2 
0 
2 
0 
2 
0 
1 
0 
1 
0 
1 
0 
1 
0 
1 
0 
1 
0 
1 
0 
1 
0 
1 
0 
1 
0 
1 
0 
1 
o 
1 
0 
1 
0 
1 
0 
1 
0 
1 
0 
1 
o 
1 
0 
1 
0 
1 
0 
1 
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40. What I deserve O O 0 O O 
5 4 3 2 L 
41. Income 
provides O O O 0 0 
luxuries 5 4 3 2 1 
Please furnish the following information: 
i) Age: 
1) 18-25 years D 2) 26-30 years • 3 )31 -35 years D 4) 36-40 years D 
5) 41-45 years Q 6) 46-50 years D 7) 51-55 years D 8) 56-60 years D 
9) 60 years and more CH 
(ii) Sex: 
l ) M a l e n 2) Female n 
(iii) Marital Status: 
1) Married O 2) Unmarried CJ 
(iv) Qualification: 
1) High School (HSC) D 2) Intermediate (10+2) (HSSC) D 3) Graduate (Bachelor) D 
4) Post Graduate D 5) Ph.D. D 6) Any other D 
(v) Designation: 
1) Teacher:. Professor • Reader • Lecturer • School Teacher • 
2) Non Teacher: Grade A Q Grade B D Grade C D Grade D D 
3) Administrator/Manager [U 
(vi) Job Status : 
1) Permanent Q 2) Temporary • 
(vii) Income to Rs: l ) U p t o 5 , 0 0 0 n 2)5,000-10,000 D 3)10,000-15,000 CH 4)15,000-20,000 C 
5)20,000-25,000 D 6)25,000-30,000 D 7)30,000-35,000 D 8)35,000-40,000 [ 
(viii) Work Experience : 
1)1-5 years Q 2) 6-^10 years D 3) 11-15 years Q 4) 16-20 years ^J 
5) 21-25 years • 6) 26-30 years • 7) 31-35 years • 8) 36 years & more D 
(ix) Department: 
1) Teaching & Training; Uni,Col]ege,nSchool D 2) Financing D 3) Administrative • 
4) Cultural & Student welfare D 5) Proctorial • 6) Residential • 
7) Any other • 
End. 
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